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ABSTRACT 
Context 
Today's organisations need managers as well as leaders. Managers seek to produce 
predictability and order. They set operational goals, establish plans with timelines 
and allocate resources. They organise and staff and assign jobs to people, They 
monitor results and solve problems that arise. 
Leaders on the other hand seek to produce organisational change. They envision 
the future. They inspire people to reach that vision. Organisations are, called upon 
to integrate management and leadership. A strong management alone may result in 
a bureaucracy without purposewhile strong leadership alone can create change that 
is impractical. Modern organizations require leaders who are good managers and 
managers who are good leaders. 	 , 
Modern organisations are challenged by demographic changes, new technology 
trends, geopolitical alterations, environmental issues, and organizational 
restructuring and modifications. Alignment of organisational resources and 
follower's energies to handle the external environment are critical components for 
survival. This is a task that society has given to its leaders. 
A clearer understanding of the leadership models that work in India will help 
develop leaders who can handle the complexities. They can contribute to 
sustainable and inclusive growth balanced. In short they can make a difference 
and leave behind a better entity while delivering value to all stakeholders. 
Exploring the relation between personality traits, spiritual transcendence and 
leadership styles may offer insights into understanding of leadership thereby 
advancing the frontiers of human knowledge. Such knowledge may guide 
organisations in raising the calibre of its leaders thereby enabling its employees to 
contribute willingly to growth and vigour of the enterprise. It would also help 
nurture and grow Ieaders who are keenly interested in nation building. 
Leadership Styles 
Bass (1985) conceptualised Transformational Leadership as having four 
dimensions: Idealised Influence by providing vision and sense of mission, 
instilling pride, gaining respect and trust, and serving as charismatic role model; 
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Inspirational Motivation by communicating high expectations, using symbols to 
focus efforts and expressing important purposes in simple ways; Intellectual 
Stimulation by stimulating follower creativity by questioning assumptions and 
challenging status quo; and Individualised Consideration by giving personal 
attention, treating each employee individually, coaching and advising. 
Bass (]985) defined Transactional Leadership (TcL) behaviours as those that were 
aimed at monitoring and controlling employees through rational and economic 
means. Antonakis, Avolio & Sivasubramanium (2003) were of the opinion that 
Transactional Leadership behaviours represented an exchange process based on 
fulfilment of contractual obligations and were typically represented as setting 
objectives and monitoring and controlling outcomes. Later, Bass (1999) elaborated 
that Transactional Leadership also referred to the exchange relationship between 
the leader and follower to meet •their own self-interests and identified that 
Transactional Leadership comprises of the following two factors : Contingent 
Reward (CR) leadership referred to leadership behaviours focused on clarifying 
role and task requirements and providing followers with material or psychological 
rewards contingent on the fulfilment of contractual obligations. Management-by-
Exception Active (MBE-A) referred to the active vigilance of a leader to ensure that 
standards were met. The focus was on setting standards and monitoring deviations 
from standards. 
Sosik and Jung (2010) stated that the Passive-Avoidant style of leadership was an 
inactive 'form of leadership: it did not respond to situations and problems 
systematically. 'In demonstrating this style of leadership, a leader passively 
monitored and controlled the followers' performance and enforced corrective 
action when necessary. The leader also let things settle naturally and took a passive 
approach to leading by avoiding unnecessary change. The Passive-Avoidani 
leadership (PAL) style comprised of the following two factors: Management-by-
Exception Passive (tLfBEP) referred to passive corrective transactions where 
leaders only intervened after non-compliance had occurred or when mistakes had 
already been committed. Laissez-faire (LF) represented an absence of transaction 
of sorts with respect to the leadership in which the leaders avoided making 
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decisions, abdicated responsibility, and did not use authority. It is considered 
active to the extent that a leader chooses to avoid taking action. 
Personality Traits 
Research using both natural language adjectives and theoretically based personality 
questionnaires was conducted to build this comprehensive model. Tupes & Christal 
(1961) are credited with discovering the "Big Five". McCrae & John (1992) 
codified the five-factor model of personality as a hierarchical organization of 
personality traits in terms of five basic dimensions: Exlraversion, Agreeableness, 
Conscientiousness, Neuroticism, and Openness to Experience. Judge & Bono 
(2000) opined that the Big Five traits were broad constructs of personality which 
manifested in more specific facets. Costa & McCrae (1992) elaborately explained 
each domain or factor. Factor 1, Extraversion represented the tendency to be 
warm, gregarious assertive, active, excitement seeking and predisposition to 
experience positive emotions. Factor 2, Agreeableness, represented tendencies to 
be trustworthy, straight forward, altruistic, compliant, modest and tender minded. 
Factor 3, Conscientiousness, represented competence, order, dutifulness, 
achievement striving, self-discipline and deliberation. Factor 4, Emotional. 
Adjustrt~entlStability, was often labelled by its opposite Neuroticisn i which was 
represented by anxiety, hostility, depression, self consciousness, impulsiveness and 
vulnerability. Factor 5, Openness to Experience represented the tendency to 
fantasize, feel aesthetic, have feelings, take actions, and have ideas and values. 
Spirit 
The word spirit - is derived from the Latin root `spiritus which means breathing and 
could be defined as the principle of conscious life or the incorporeal part of man. 
Spirit is also used interchangeably with the word soul which is defined as the 
principle of life, feeling, thought and action in man, regarded as a distinct entity 
separate from the body: the spiritual part as distinct from the physical part. 
Spirituality 
Shafranske & Gorusch (1984) defined spirituality as "A transcendent dimension 
human experience ... discovered in moments in which the individual questions the 
meaning of personal existence and attempts to place the self within a broader 
ontological context." Vaughan (1991) said that spirituality was "A subjective 
experience of the sacred." And finally, Pargament (1997) defined spirituality as "a 
search for the sacred." 
Spirituality at the workplace 
Stanczak & Miller (2002) commented that the manifestation of spirituality in 
management and business practices were employee centred management, optimal 
human development, a worki ng culture of high integrity, creating trust, faith, 
justice, respect, and love and meeting both the economic and personal needs of 
employees. 
Spiritual Leadership 
Caccioppe (2000) argued that leaders had a central role in integrating spirituality 
with work and instilling a. sense of spiritual realm at the individual, team, and 
organisational level. It is then that the workplace will be characterised by 
meaningful work and a sense of community. Geh &Tan (2009) stated that 
leadership played a crucial role in the facilitating both top down and bottom up 
construction of spirituality in organisations. 
Spiritual Transcendence 
Piedmont (1999) had conceptualized a Spiritual Transcendence scale whose facet 
dimensions were based readings from the holy scriptures of various religions and 
focus group discussions among religious scholars. The study reported the 
development of the scale, its validation as a measure independent from the five-
factors of personality and predictive of a wide range of psychologically salient 
outcomes. The facet dimensions were Prayer Fulflfnent, Universality, and 
Connectedness. Piedmont (1999) argued that Spiritual Transcendence represented 
a broad-based motivational domain of comparable breadth to those of the 
constructs contained in five-factor model of personality and ought to be considered 
a potential sixth major dimension of personality. Prayer Fuljilrnent was 
conceptualised as the ability to create personal space that enabled one to feel 
positive connections to a larger reality. It was also an experienced feeling of joy 
and contentment that resulted from prayer. Prayer provided a sense of personal 
strength. Universality was conceptualised as the belief in a larger meaning and 
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purpose in life and a feeling that all life was interconnected and a sense of shared 
responsibility of one creature to the other. Connectednes was conceptualised as the 
feelings of belonging and responsibility to a larger human reality that cut across 
_ 	 generations and groups. 
Research Gap 
We present now a summary of the literature survey. The full range leadership 
theory emerges as a comprehensively researched leadership model . 
Transformational Leadership behaviours, Transactional Leadership behaviours, 
and Passive-Avoidant leadership behaviours are the three styles of leadership 
demonstrated by leaders as per this leadership theory. Transformational 
Leadership is the most extensively researched style of all the three styles as it has 
the highest impact on a number of organizational outcomes. Passive-Avoidant 
Leadership is generally taken to be the polar opposite of Transformational 
Leadership and is seen to result in negative consequences for the organisation. 
Transactional Leadership focuses on maintaining status quo. Full range leadership 
styles have not been studied in the Indian context. The focus so far has been on 
Transformational Leadership only with incidental and passing references to 
Transactional Leadership and virtually no references to Passive-Avoidani 
leadership. 
The Five Factor Model of Personality incorporating the Big Five Personality 
Traits emerges as the most validated and researched model describing human 
personality. As human beings comprise an organisation, the composite picture of 
the organisation can be extrapolated from the individual traits. The literature 
indicated that there are many studies that have correlated personality to leadership 
behaviour and effectiveness and outcomes. However there are very few studies 
correlating the Big Five Personality Traits to the Leadership styles described by the 
Full Range Leadership theory. The most prominent of these studies are by Judge & 
Bono (2000), Shao & Webber (2006) and D'Alessio (2008) which were conducted 
on managers based in the United States, China and Peru respectively. 
The relationship between five factor model of personality and full range leadership 
styles has not been studied in the Indian context. 
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The importance of spirituality in an individual's life is highlighted with its possible 
carry over to the workplace being indicated by the term workplace spirituality. 
Value driven leadership inspired by spiritual values is emphasized as being 
important for the success of the leader as well as to promote workplace spirituality. 
Spiritual Transcendence and its relationship with full range leadership have not 
been studied in the Indian context. though a number of studies have been 
conducted on examining the relationship of spirituality and leadership 
Research Methodology 
In this section we state the problem, ask research questions, formulate hypotheses 
and detail the research methodology. 
Problem Statement 
We need to refine our understanding of the relationship between personality traits. 
leadership behaviour and leadership effectiveness. We also need to define 
spirituality in culture-agnostic and universal terms and identifying its impact on 
leader behaviour and leadership effectiveness. 
This problem statement leads to following research questions. 
Research Questions 
Research Question I -What are the, leadership styles exhibited by the 
current leaders of the organisation? 
• Research Question 2-What are the personality traits possessed by the 
current leaders of the organisation? 
• Research Question 3-What is the relationship between the personality 
traits and leadership style? 
• Research Question 4-What leadership styles lead to leadership 
effectiveness? 
• Research Question 5-What is the spirituality exhibited by the current 
leaders? 
• Research Question 6-What is the impact of spirituality on leader 
behaviour and leadership effectiveness? 
• Research Question 7-What steps can the organisation take to identify 
and groom current and emerging leaders? 
These research questions lead to the hypotheses detailed below. 
R 
Hypothesis 
The following hypotheses were formulated. 
Hypothesis No Hypothesis 
Hypothesis I(u1) Extraversion is positively related to transformational leadership behaviour. 
Hvpathe.%is 1(a2) Extraversion positively predicts transformational leadership behaviour. 
hypothesis 1(b 1) Extraversion 	is positively related transactional leaders hip behaviour 
Hypothesis 1(62) Extraversion positively predicts transactional leadership behaviour. 
Hypothesis 1(cl) Extraversion is negatively related to passive avoidant leadership behaviour. 
Nvpothesis 1(c2) Extraversion negatively predicts passive-avoidant leadership behaviour. 
Hypothesis 2(a)) Neuroticism is negatively related to transformational leadership behaviour. 
Hypothesis 2(a2) Neuroticism negatively predicts transformational leadership behaviour. 
Hypothesis 2(b)) Neuroticism is negatively related to transactional leadership behaviour. 
hypothesis 2(b2) Neuroticism negatively predicts transactional leadership behaviour 
Hypothesis 2(clj Neuroticism is positively related to passive-avoidant leadership behaviour. 
Hypothesis 2(c2) Neuroticism positively predicts passive-avoidant leadership behaviour. 
Hypothesis 3(u 1) 
Openness to experience is positively related to transform aticnal leadership 
behaviour. 
Hypothesis 3(a2) 
Openness 	to 	experience 	positively 	predicts 	transformational 	leadership 
behaviour. 
Hypothesis 3(h 1) 
Openness 	to 	experience 	is 	positively 	related 	to 	transactional 	leadership 
behaviour. 	' 
Hypothesis 3(h2) Openness to experience positively predicts transactional leadership behaviour. 
Hvpolhe sis 3(c'!) 
Openness to experience is negatively related to passive- uvuidant leadership 
behaviour. 
hypothesis 3(c2) Openness to experience negatively predicts passive-avoidant leadership. 
Hypothesis 4(a)) Agreeableness is positively related to transformational leadership behaviour. 
Hypothesis 4(a2) Agreeableness positively predicts transformational leadership behaviour. 
Hypothesis 4(b)) Agreeableness is positively related transactional leadership behaviour. 
Hypothesis 4(b2) Agreeableness positively predicts transactional leadership behaviour. 
Hypothesis 4(c 1) Agreeableness is negatively related to passive-avoidant leadership hehaWiour. 
Hvpothesis -!(c2) Agreeableness negatively predicts passive-avoidant leadership behaviour. 
Ihpotltesis 5(d) 
Conscientiousness 	is 	positively 	related 	to 	transformational 	leadership 
behaviour. 
I pnlhesis 5(u2j Conscientiousness positively predicts transt'ormational leadership heltaViour. 
Hypothesis 5(b)) Conscientiousness is positively related to transactional leadership behaviour. 
Hypothesis 5(b2) Conscientiousness positively predicts transactional leadership behaviour. 
Hypothesis 5(cl) Conscientiousness is negatively related to passive-avoidant behaviour. 
Hypothesis 5(c2) Conscientiousness negatively predicts passive-avoidant leadership behaviour. 
Hypothesis No Hypothesis 
Ht fpotlresis 6(alt Spiritual transcendence is positi\el 	elated to uansFormational leadership. 
I/vpc.thw.vis G(u21 Spiritual transcendence positively predicts translhrmatioral leadership 
Hypothesis 6(h 1) 
Spiritual 	transcendence 	is 	positively 	related 	to 	transactional 	leadership 
behaviour. 
Hypothesis 6(b2) Spiritual transcendence positively predicts transactional leadership behaviour. 
Hypothesis 6(cl) Spiritual transcendence is negatively related to passive-avoidant leadership. 
Hypothesis 6 (c2) Spiritual transcendence negatively predicts passive-avoidant leadership. 
Hvpcxhesis 7(u 1) 
Spiritual transcendence positively moderates the relationship of extra\ersion. 
openness 	to 	experience, 	agreeableness. 	and 	conseientiousness 	%pith 
transformational leadership behaviour. 
Hypothesis 7(a2) 
Spiritual transcendence negatively moderates the relationship of neuroticism 
with transformational leadership behaviours. 
Spiritual transcendence positively moderates the relationship of extraversion. 
openness 	to 	experience. 	agrcc:ahleness. 	and 	conscicntiuusness 	ss ith 
I-Ivpothesis 7(h I) transactional leadership behaviour. 
Spiritual transcendence negatively moderates the relationship of ncuroticism 
Hypothesis 7(b2) with transactional leadership behaviour. 
Spiritual transcendence negatively moderates the relationship of extraversion. 
openness to experience, agreeableness, and conscientiousness with passive 
Hypothesis 7(d) avoidant leadership behaviour. 
Spiritual transcendence positively moderates the relationship of neuroticism 
Hypothesis 7(c2) with passive avoidant leadership behaviour. 
Hypothesis No. Hypothesis 
Transformational leadership is positively related to extra effort, effectiveness, 
Hypothesis 8(n I) and satisfaction. 
Transformational leadership positively predicts extra effort. efleetiveness. and 
Hypothesis 8(a2) satisfaction. 
Transactional leadership is positively related to extra effort, effectiveness and 
Hvpothesls 8(b I) satisfaction 
Transactional 	leadership 	positively predicts extra effort. effectiveness. and 
Hypothesis $(62) satisfaction.. 
Passive-Avoidant 	leadership 	is 	negatively 	related 	to 	extra 	effort. 
Ihvpothesis $(c1) effectiveness, and satislactio n. 
Passive-Avoidant Leadership negatively predicts extra efl'on. effectiveness. 
Hvpolhesis 8(c2) and satisfaction. 
The methodology of research employed in this research thesis is cross-sectional 
descriptive research wherein data was collected from the working managers (in the 
middle management) and their subordinates of a multinational firm in the 
Information Technology sector operating ill India. Both qualitative (semi-
structured, open-ended interview questions) and quantitative (fully structured. 
close-ended survey questions) were collected on the leadership styles, personality 
traits and spiritual transcendence and leadership performance and effectiveness. 
The results of analysis were used to create a leadership profile of the organisation. 
Leaders exhibiting outlier (extreme) characteristics were interviewed to understand 
their . personal profile which has been interpreted it in the context of the 
organisational profile of the middle management. The performance rating of 
managers for the past three years were obtained to validate the predictive strength 
of the leadership model derived from the analysis. In summary, a case study was 
built up profiling the leadership of the middle management and its relation with 
personality traits and spiritual transcendence and leadership effectiveness. 
Data Collection 
The data was collected over a time period from March 2011 to September 
2011. The human resources, department of the company made announcement to the 
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pool of middle managers (234) to participate in the data collection as a part of an 
ongoing research project to understand and develop leadership in the organisation. 
The team members of each of managers who had participated in the data collection 
were invited independently to fill the rater/observer evaluation with respect to their 
manager. 
234 managers were invited to participate in the research project. 147 managers 
responded (62.8 %) with their self evaluations. At least I team member of 132 of 
147 managers responded with the observer /rater evaluations. The team members 
of 15 managers did not respond. Hence, the data from 132 leader-follower dyads 
was available for research analysis, representing 56.4 % of the original sample of 
invited managers. A total of 298 team members/followers participated in rating 
their leaders/managers. Data was therefore collected from a total sample of 430 
individuals. 
Pattern of Data Analysis 
The following sequence was used: 
• Data Preparation (questionnaire checking, editing. coding, transcribing and 
cleaning) 
• Check on quality of measurement ( establish Cronbach's Alpha coefficient 
for all scale) 
• Characteristics of data sample ( basic statistics of important variables) 
Correlation Analysis 
• Regression Analysis 
Data analysis was performed using IBM SPSS Version 19 along with an SPSS 
compatible macro MODPROBE developed by Hayes (2011) for analysing 
moderating relationship between variables. 
Key Findings 
The key findings of the analysis were 
• Extra Effort was predicted by Tranforrnational Leadership in the cases of 
both the leaders's self rating and the leaders's rating by the follower. 
• Effi'ctiveiwss was predicted by Tr-ansfi i'ntationrrl Leadership and 
Transactional Leadership in the cases of' both the leaders's self rating and 
the leaders's rating by the follower. 
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Salisfcrclron was predicted by Transformational Leadership in the case of 
the leaders's self rating and by both transformational leadership and 
passive-avoidant leadership (in this case a negative correlation) in the case 
of leader's rating by follower. 
• Tran.5forrnatioiwl Leadership was predicted by E_viraver,viun, Openness in 
Experience, and C'orlscienriousness in the case of leader's self rating and 
only by Conscientiousness in the case of leaders's rating by the follower. 
• Transformational Leadership ova s predicted by Spiritual Transcendence 
and by its facet Universality in the case of leader's self rating . In the case 
of the leader's rating by the follower there was no correlation or predictive 
capability of Spiritual Transcendence or its facets in relation to 
Transformational Leadership. 
• Transactional Leadership was predicted by Conscientiousness in the case 
of the leader's self rating, . No personality trait predicted Transactional 
Leader:sh/p in the case of leader's rating by the follower. 
• Transactional Leadership was not predicted by Spiritual Transcendence in 
the cases of both the leaders's self rating and the leaders's rating by the 
follower. 
• Passive-Avoidant Leadership was predicted by Conscientiousness (a 
negative correlation) and Openness to Experience (also a negative 
correlation) in the case of leader's self rating . 
• Passive-aroiclant leadership was not predicted by spiritual transcendence 
- 	 in the cases of both the leaders's self rating and the leaders's rating by the 
follower. 
• The construct Spiritual Transcedence did not moderate the relation between 
personality traits and leadership styles in the cases of both the leaders's 
self rating and the leaders's rating by the follower. However two facets of 
Spiritual Transcendence, Prayer Frrlf h/meni and Universality acted as 
moderators between Neuroticsr11 and Transfor'ulatlonal Leadership and 
Conscientiousness and Transformational Leadership respectively with the 
leader's self rating. 
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• The findings of the. composite impact of facets of Spiritual transcendence 
and personality traits on Transformational Leadership indicated that 
Extraversion, Openness to Experience, Conscientiousness and Universality 
were significant predictors when leaders rate themselves. and 
Conscientiousness was a significant predictor when the follower ratings 
were considered. 
• The findings of the composite impact of facets of Spiritual Transcendence 
and personality traits on Transactional leadership 	indicated that, 
conscientiousness was a significant predictor when leaders rate themselves. 
No facet of spirituality or personality predicts the relationship with 
Transactional Leadership when follower ratings were considered. 
• The findings of the composite impact of facets of Spiritual Transcendence 
and personality traits on passive-avoidant leadership 	indicated the 
conscientiousness and Openness to Experience predicted Passive-Avoidant 
Leadership when leader self-ratings were considered . There was no impact 
of the facets of spirituality or personality traits on Passive-Avoidant 
leadership when follower ratings were considered 
On the basis of the personal interviews with the managers of the organisation 
chosen for the study. a noteworthy divergence between what the middle 
management thinks of itself, that the team members of the middle management 
think of their managers and what the top management thinks about the middle 
management was observed. Further, the leadership styles of the 	middle 
management creates the paradigm under which organisational goals are achieved. 
_ 
	
	 the culture which underpins the drive to achieve the mission. and the bridge 
between the senior leadership and workforce without which co-operative 
endeavour would not be possible. With the Findings of this study demonstrating 
that transformational leadership is most beneficial and important in achieving 
organisational objectives , it is clear that the middle management of the 
organisation under study needs to mould itself by adopting a greater degree 
transformational leadership style while retaining and refining the exhibtion of 
transactional leadership and reducing or nullifying the demonstration of passive-
avoidant leadership 
Based on the findings specific recommendations have been made on selection 
transfer and promotion policies, development and counselling, education and 
development to cultivate particular leadership styles and the monitoring and 
reassignment of managers demonstrating extreme characteristics of personality. 
spirituality or leadership. 
Directions for Future Research 
This study has the scope of extension-both breadth-wise as well as depth-wise 
• Breadth-wise, this scope could be extended by 
o Studying samples from different industries like Food & beverages. 
telecommunications. automobile. construction, textile, energy. 
banking and insurance and the health industries. 
o Studying different organisations from the same industry by adopting 
appropriate differentiators like revenue, technology, public sector 
and private sector. 
o Studying different levels in a single organisation like - top 
management, middle management. and supervisory management. 
o Studying different functional disciplines in a single organisation 
like finance, marketing_ sales, research & development and 
operations 
• There is scope for conducting research studies focussing on in-depth 
exploration of the organisation, specifically. 
o Studying impact of leadership on strategy of various HR functions 
namely, Recruitment & Staffing, Employee & Labour Relations, 
Compensation & Benefits, and Organisation & Employee 
Development-with a focus on impact on counselling and 
mentorin4g). 
o Utilising other instruments of Spirituality and Personality to cross 
validate findings. 
o Studying link between leadership styles and organisational 
performance variables specially financial performance. 
Based on the suggestions provided above future research should develop 
greater understanding which illuminates more comprehensively the 
relationship among personality, spirituality and leadership and 
organisational outcomes. 
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CHAPTER 1 
Introduction 
1.1 Leadership Styles: Concept, Context and Definition 
Leadership has been a pivotal issue for mankind since the beginning of organ-
ised society. It would seem that there is an innate desire among human beings to be 
led; just as there is a strong drive in some people to lead (Manikutty & Singh, 
2010, p.1). Today, no less than in ancient times, the qualities to be found in the 
good leader as the well as in the bad leader are the subject of intense debate (Cot-
tereIl, Lowe & Shaw, 2009, p.ix). Even more, the effectiveness of leaders always 
remains a matter of acute interest especially in times of crisis and change. Addi-
tionally, the 21st century is also an era wherein the demand for leadership greatly 
exceeds, the supply. Executive search firms are flourishing because of the demand 
for leadership talent (Charan, Drotter & Noel, 2001, p.1). 
The attempt to understand the leadership behaviour of historical personages 
was pursued through the exploration of their achievements and the analysis of an-
ecdotes in their lives in order to identify the Iessons of leadership (Adair, 2003, 
p.1; Mookerji, 1970, p. vii). The leadership qualities of Alexander the Great were 
well acknowledged by Arrian, an ancient Greek historian whose work "Anabasis 
of Alexander" is a complete account of the military campaigns of Alexander. Plu-
tarch wrote "Lives of Noble Greeks and Romans" wherein he explores the influ-
ence of character-good or bad-on the lives and destinies of famous men and leaders 
of the ancient world (Bose, 2003). 
There are also works written by the ancient leaders about themselves which 
present a more personal view of the leadership challenges and dilemmas faced by 
them. Julius Caesar, the famous Roman general of the first century B.C., had pre-
sented in his memoirs an insightful account of the wars and campaigns he led 
(Caesar, 1982). Earlier Xenophon, of the fourth century B.C., who was the general 
commanding a Greek expedition to Persia, wrote in his memoirs of his experi-
ences, of courage, improvisation, discipline, self-sacrifice, and leadership (Cohen, 
2010). Another interesting document of leadership, in the Indian context, is the 
journal kept by Babur (2006), the founder of the Mughal Empire, wherein he re-
lates the strategies behind his military conquests and the challenges of Iaying the 
foundations of an empire. 
However, leadership studies on a scientific basis began in the 20 h` century 
(Yukl, 2006, P.  20) and leadership is now the subject of an immense body of the-
ory and seemingly endless and prodigious literature. The quest to understand the 
essence of leadership is still on-going and is also necessary in the current times 
(Manikutty & Singh, 2010, p.1; Cotterell, Lowe & Shaw, 2009, p.ix). Modern 
scholarship on leadership is differentiated from the ancient memoirs and accounts, 
which were primarily anecdotal, in that it attempts to identify models of leadership 
behaviour and effectiveness. It also explores newer areas like the exploration of the 
factors leading to emergent leadership as well as the determinants of leaders' ac-
tion. While progress has been made in probing the answers to these questions, the 
changing context of leadership, ensures that leadership research is a dynamic field 
with a panorama of interesting findings. 
Leadership researchers adopt various approaches to studying leadership. The 
approach selected depends on the variables emphasized in the particular study: the 
characteristics of leaders, the characteristics of followers, or the characteristics of 
the situation. Traits, confidence and optimism, skills and expertise are counted 
among the characteristics of both leaders and followers while the situation can be 
characterised by the type and size of the organisational unit, the position power and 
authority of the leader and task structure and complexity (Yukl, 2006; Hughes, 
Ginnet & Curphy, 2009). 
Nohria & Khurana (2010) offer a broader perspective to leadership research 
with a multi-disciplinary emphasis on the organization behavioural, psychological, 
psychoanalytical, economic, historical, and sociological approaches to understand-
ing and studying leadership. Such a widening of the scope of research approaches 
again points to the pre-eminent influence of leadership on performance of indi-
viduals, teams and organisations as well as a plethora of disciplines to choose ap-
proaches from. 
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Leadership researchers have defined leadership in many different ways and it is 
educative to note how each researcher emphasizes a different aspect of the phe-
nomenon of leadership, 
• The process by which an agent induces a subordinate to behave in a desired 
manner (Bennis, 1959). 
• Directing and coordinating the work of group members (Fiedler, 1967). 
• An interpersonal relation in which others comply because they want to, not 
because they have to (Merton, 1957). 	 1 
• The process of influencing an organized group towards accomplishing its 
goals (Roach & Behling, 1984). 
• Actions that focus resources to create desirable opportunities (Campbell, 
1991). 
• The leader's job is to create conditions for the team to be effective (Ginnet, 
1996). 
• The ends of leadership involve getting results through others, and the 
means of leadership involve the ability to build cohesive and goal-oriented 
teams. Good leaders are those who build teams to get results in a variety of 
situations (Hogan, Curphy & Hogan, 1994). 
• Leadership represents a complex form of social problem solving (Mumford 
et al., 2000). 
It would be appropriate at this juncture to clarify the continuing debate over the 
difference between management and leadership. While Bennis & Nanus (1985) 
propose that managers are people who do things right and leaders are people who 
do right things, Kotter (1988) and Mintzberg (2009) are of the view that leadership 
and management are distinct processes though leaders and managers are not differ-
ent types of people. Kotter has differentiated between leadership and management 
in terms of the core processes and intended outcomes. 
F% 
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Today's organisations need managers as well as leaders. Managers seek to pro-
duce predictability and order. They set operational goals, establish plans with time-
lines and allocate resources. They organise, staff and assign jobs to people. They 
monitor results and solve problems that arise. 
Leaders on the other hand seek to produce organisational change. They envi-
sion the future. They inspire people to reach that vision. Organisations are called 
upon to integrate management and leadership. A strong management alone may 
result in a bureaucracy without purpose while a strong leadership alone can create 
change that is impractical. Modern organizations require leaders who are good 
managers and managers who are good leaders. 
An operational definition of leadership relevant to the context of this research 
thesis would be defining leadership style as a group of conceptually related leader-
ship behaviours through which leaders achieve the primary task of eliciting great-
ness already present in the followers in order to achieve results of the organisation 
or cause served. The study of the full range of leadership behaviours and styles 
thereby helps to understand the extent of success of the leader in the task of leader-
ship. 
1.2 Personality Traits: Concept, Context and Definition 
While the task of leadership in the organisational context has been defined in 
the last section, the person who steps in to fulfil the role as leader is a real person 
who is not perfect and is subject to personal frailties and weaknesses. While the 
leaders strive to display virtues and character strengths in their behaviour, they are 
also challenged by their own personal vices and idiosyncrasies. 
One question that leadership researchers have attempted to answer over the 
past 100 years is how to enhance leadership effectiveness by identifying which 
personal attributes or characteristics help or hinder the leadership process (Hughes, 
Ginnett & Curphy, 2008, p.161). Throughout the history of leadership research 
many researchers have considered leaders to be born and not made. Other re-
searchers aver that leadership is about what leaders do, and not who they are, and 
as such leadership is developmental (Chatman & Kennedy, 2010). 
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In this context it is useful to recall the words of Werner Heisenberg who said, 
"It is probably true quite generally that in the history of human thinking the most 
fruitful developments frequently occur at those points where two different lines of 
thought meet..... then one may hope that new and interesting developments may 
follow."(Heisenberg, 1963). Therefore the interaction between the two schools of 
thought, the leaders are "born" school of thought and the leaders are "made" 
school of thought should prove to be exciting and fruitful. 
Psychologists try to understand the personal characteristics and attributes of 
individuals by advocating numerous theories which signify different perspectives 
of understanding human personality. Although useful insights about personality 
have been generated by these different schools of thought, and therefore each mer-
its thorough investigation, by far most of the research focussing on the relationship 
between personality and leadership success has been based on the trait approach. 
Not only does such research throw light on the everyday behaviour of leaders but 
also sheds light on how leaders behave in unfamiliar or ambiguous situations for 
the reason that traits play a particularly important role in determining such behav-
iour too (Hughes, Ginnett & Curphy, 2008, p.162). 
The idea of using traits to describe people dates back to many thousands of 
years. The Ramayana (Sattar, 1996) begins with the following questions, "Who is 
the most virtuous man in the world of humans?, Who is the most honourable, duti-
ful, gracious and resolute?, and Who is the most learned, patient and handsome?" 
The answer was, "There are few men with all the qualities described. But there is 
one man, who has all these virtues!" The story of the epic is an exposition of traits 
of the protagonist, Lord Rama, who is eponymous with the name of the epic. 
Hippocrates tried to describe traits in a systematic fashion in terms of body 
humours: sanguine (blood), melancholic (black bile), choleric (yellow bile), and 
phlegmatic (phlegm). The dominance of a body humour supposedly determined the 
traits exhibited. The sanguine was hopeful and cheerful, the melancholic was sad 
and depressive, the choleric was angry and irascible, and the phlegmatic was slow 
and apathetic (Friedman & Schustak, 2006). 
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The Hippocratic approach outlined above is among the first of an intrinsic and 
individualistic approach to understanding personality based on the assumptions 
that certain qualities manifest consistently. It was, of course, discarded when hu-
moral notions of behaviour were out-moded with the advent of modern biology. 
However, the intrinsic approach was continued by Carl Jung (1921/1967) who first 
employed the terms of extroversion and introversion in his theory of personality. 
The Myer-Briggs Type Indicator (MBTI) is a direct descendent of the approach to 
describe personality traits psychoanalytically (Bayne,1995) according to which 
people differ along four bipolar dimensions, extraversion-introversion, sensing-
intuiting, thinking-feeling, and judging-perceiving. 
Another approach to understanding personality traits is derived from the analy-
sis of language. The English language contains many thousands of words that can 
be used to describe personal qualities. Allport & Odbert (1936) found a large num-
ber of personality adjectives in the English language and tried to reduce them to 
categories that represented a certain consistency of behaviour. The trait categories 
listed by Allport were further grouped, rated and then factor analysed by Cattell 
(1966). Based on his factor analytic findings, Cattell (1966) proposed that there 
were sixteen basic personality traits that can be captured in terms of simple di-
chotomies: outgoing-reserved, more-less intelligent, stable-emotional, assertive-
humble, happy-go-lucky-sober, conscientious-expedient, venturesome-shy, tender-
minded-tough minded, suspicious-trusting, imaginative-practical, shrewd-
forthright, apprehensive-passive, experimenting-conservative, self-sufficient-
group-tied, controlled-casual, and tense-relaxed. 
A vast body literature in last 40 years has converged on the idea that the most 
common trait approaches to personality can be captured by five dimensions: Neu-
roticism, Extraversion, Openness to Experience, Conscientiousness and Agree-
ableness. This group of five personality traits has been named as the Big Five-
Factors of Personality. 
The kind of research conducted by leadership scholars currently attempts to 
investigate the causal impact of personality traits on leadership potential and 
whether personality traits could be used to make predictions of the effectiveness of 
a candidate for a leadership position. Of course, the strength of the personality 
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trait-leadership behaviour relationship may depend upon situational factors and the 
culture of the leadership context, yet it can prove to be an important predictive 
model. 
In the context of this research thesis, an operational definition of a personality 
trait is a pervasive consistency of thought, feeling and behaviour that measures as-
pects of individual differences and is useful in understanding and predicting a wide 
variety of criteria like vocational interests, health and illness behaviour, psycho-
logical well being and situational coping style as well as leadership behaviour 
(Costa & McCrae, 1992). 
1.3 Spiritual Transcendence: Concept, Context and Definition 
Another question that has intrigued researchers is the relationship between 
spirituality and leadership. Spirituality has traditionally been associated with relig-
ion and is usually considered to have nothing to do with leader effectiveness. 
However, Reaves (2005) reviewed over 150 studies and showed that there is a 
clear consistency between spiritual values and practices and effective leadership. 
It is even asserted that the very basis of leadership is spiritual (Hawley, 1993, 
p.173), "All true leadership is spiritual because the leader seeks to liberate the best 
in people, and the best is always linked to the higher self." Hawley (1993, p.1) has 
stated that "the key questions for today's managers and leaders are no longer issues 
of task and structure but questions of spirit." 
Spirituality and its relationship to workplace leadership is a compelling para-
digm for management practitioners and researchers. The most prominent empirical 
study of spirituality and religion in the United States of America was first pub-
lished in 1999 (Mitroff & Denton, 1999). The field of study is still in its infancy 
and as such is marked by differences in definitions and other basic characteristics 
(Dent, Higgins & Wharff, 2005). The Academy of Management recognised spiri-
tuality, religion and work (SRW) as a field of academic enquiry when it created the 
management, spirituality and religion (MSR) interest group (Dean, Fornaciari & 
McGee, 2003). 
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Others scholars and researchers have focused on the implications of spirituality 
for science, particularly physics (Capra, 1982; Jitatmananda, 1986, 1991; 
Bhaumik, 2005). A number of scholars have published studies on various aspects 
of spirituality-at-work over the years. Now there is an acceptance of "spirituality as 
the basis of not only business leadership but self-leadership and living life as well" 
(Pruzan & Mikkelsen, 2007). 
It would be useful at this juncture to distinguish between spirituality and relig-
ion. Traditionally no such distinction was held. Religion was a broad based con-
struct and spirituality was not differentiated from religion. Religions included sub-
stantive as well as functional elements. However, in the modern times, religion is a 
narrowly defined construct and spirituality is explicitly differentiated from it. Re-
ligion is regarded as external and institutional in contrast to spirituality which is 
internal and personal. Religions are taken to be substantive while spirituality is re-
garded as functional. Religiosity is predominantly associated with formal and or-
ganized religion while spirituality is more often connected with personal closeness 
to God and feelings of interconnectedness with the world and living beings 
(Zinnbauer, Pargament & Scott 1999). 
Individual leaders may embody many of the values and practices associated 
with spirituality such as demonstrating respect and caring for others, but never 
consider themselves to be a spiritual person. On the other hand, a person may pro-
fess spirituality but fail to reflect spiritual values in his/her leadership behaviour. 
There is a need for a deeper understanding and the generation of fresher in-
sights into the phenomenon of leadership and spirituality (Fry, 2003) not only to 
enable our organisations function better but also to offer counsel to leaders and en-
able them better to tackle the challenges facing them. The endeavour is not to im-
pose spirituality on leadership research but to extract from leadership research any 
important elements common to spiritual teachings. 
In the context of this research thesis, an operational definition of spiritual tran-
scendence is the ability of an individual to stand outside of his/her immediate sense 
of time and place and to view life from a larger and more objective perspective. 
8 
1.4 Research Problem 
India needs to build a new generation of leaders for unleashing the potential of 
creativity and innovation of Indian human capital. There is also a crisis of leader- 
ship in the contemporary business world. Today it may be difficult to find the right 
kind of business leaders who are not only sensitive to the broader socio-cultural 
and environmental challenges but also enthuse people towards a larger goal. The 
paucity of leaders becomes critical when viewed in the framework of the huge 
challenges and available opportunities for contemporary India. India needs a huge 
supply of leaders who (amongst other things) can manage complexity, manage di-
versity, influence others and above all manage themselves as well as others. 
The findings of a contemporary research study of leadership would help not 
only in building and training existing leaders but also help in identifying and de-
veloping future leaders for ensuring the attainment of India 2020 Vision (Spencer 
et al., 2007, p.25). 
Researching the relation between personality traits, spiritual transcendence and 
leadership styles will offer insights into and understanding of the phenomenon of 
leadership thereby advancing the frontiers of human knowledge. The contribution 
of such knowledge is likely to be in guiding organisations in raising the calibre of 
its leadership; thereby enabling its employees to contribute willingly to growth and 
vigour of the enterprise. It would also help nurture and grow leaders who are 
keenly interested in nation building. 
A clearer understanding of the leadership models that work in India will 
help develop leaders who can handle the complexities. They can contribute to sus-
tainable, inclusive and balanced growth. In short they can make a difference and 
leave behind a better entity while delivering value to all stakeholders. 
1.5 Research Methodology 
The methodology of research employed in this research thesis is cross-sectional 
descriptive research wherein data was collected from the working managers (in the 
middle management) and their subordinates of a multinational firm in the Informa- 
tion Technology sector operating in India. Both qualitative (semi-structured, open- 
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ended interview questions) and quantitative (fully structured, close-ended survey 
questions) were administerd and responses collected on the leadership styles, per-
sonality traits, spiritual transcendence, leadership performance and effectiveness. 
The results of analysis were used to create a leadership profile of the organisa-
tion studied. Leaders exhibiting outlier (extreme) characteristics were interviewed 
to understand their personal profile which was interpreted in the context of the or-
ganisational profile of the middle management. The performance rating of manag-
ers for the past three years was obtained to validate the predictive strength of the 
leadership model derived from the analysis. In summary, a case study was built up 
profiling the leadership styles of the middle management and its relation with per-
sonality traits, spiritual transcendence and leadership effectiveness. 
1.6 Organisation of the text 
This thesis is organised into the following chapters. Chapter 1, titled, Introduc 
tion, serves as a preview of the entire thesis. Chapter 2, titled, Literature Survey, 
explores the extant literature on the leadership styles, spirituality and personality 
traits and traces the development of thought and research in these areas culminat-
ing in the identification of the research gap and the need for this study. 
Chapter 3, titled, Research Methodology, provides the conceptual framework 
linking the variables of research based on which eight hypotheses are developed 
and enunciated on the relation between personality traits, spiritual transcendence 
and leadership styles. It also describes the methodology of research including 
within its purview the description of the universe of study, the sample of the popu-
lation, the instruments used for data collection and statistical packages used for 
analysis. 
Chapter 4, titled, Results and Interpretation discusses the results obtained 
through two phases of analysis; the first phase based on the self reporting of leader 
on their leadership styles and second phase based on the follower (other) reporting 
on the leadership styles of their leaders. 
Chapter 5, titled, Additional Insights-Profiling the Middle Management ex- 
plores and discusses insights into the minds of leaders in the organisation studied 
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through personal interviews conducted by researcher with them. It offers a human 
view and perspective through the capture and analysis actual thoughts and feelings 
of leaders. Also is captured how these thoughts and feelings typify some of the 
common profiles of the leaders in terms of personality traits, spiritual transcen-
dence and leadership styles. This chapter also profiles the middle layer of man-
agement and analyses the leadership styles of the manager vis-a-vis the actual or-
ganisational performance data of the managers. 
Chapter 6, titled, Major Highlights and Implications provides and discusses the 
managerial implications of the research work, Iimitations and directions for future 
work. 
References and Bibliography provides the details of the literature surveyed and 
quoted in the thesis. The Appendix provides supplementary information on the 
questionnaires and test results. 
CHAPTER 2 
Literature Survey 
2.1 Methodology of Literature Survey 
The literature survey conducted for this research thesis is based on the identifi-
cation of relevant books, journal articles and reports with keywords for the search 
being the variables of the study: leadership, personality traits, and spirituality to 
begin with. The search criteria was further refined and narrowed down with the 
progress of the literature review to terms like five-factor model of personality,-
spiritual transcendence, and full range leadership model. This narrowing down and 
refining is based on the accepted process of literature survey defined by Krishnas-
wamy, Sivakumar & Mathirajan (2006, p.76). 
Based on an analysis of the literature surveyed, a logical of grouping of topics 
has been used for presenting the findings of the literature survey: 
• The construct: leadership styles. 
• The antecedents of the construct: contextual, ethics and values, emotional 
intelligence, culture, personality, and spirituality. 
• The outcomes of the construct: leadership effectiveness. 
2.2 The Construct: Leadership Styles 
In this section we survey the evolution of research on leadership styles and ex-
amine the dominant models of leadership that developed within the theoretical mi-
lieu of organisational behaviour. 
2.2.1 Early Theories 
Lewin, Lippit & White (1939) in a series of pioneering leadership studies out-
lined three basic leadership styles: the autocratic, the democratic, and the laissez-
faire styles. The autocratic and authoritarian leader was very directive and allowed 
no participation. This leader tended to give individual attention when praising or 
criticizing, but tried to be friendly or impersonal rather than openly hostile. The 
12 
democratic leader encouraged group discussion and decision making. This leader 
tried to be objective in giving praise or criticism and to be one with the group in 
spirit. The laissez-faire leader gave complete freedom to the group: this leader es-
sentially provided no leadership. Luthans (2008, p.410) remarked that these studies 
were referred to as the Iowa Leadership Studies as Kurt Lewin, one of researchers 
was associated with the University of Iowa. The Iowa Leadership Studies repre-
sented the earliest attempt to empirically understand the range of leadership styles 
and pioneered the path for many other leadership researchers to follow. 
Stodgill (1963) lead a group of Ohio State University researchers to provide a 
theoretical framework and operationalization that has endured. This framework 
modelled two critical behavioural dimensions of leadership: first, initiating struc-
ture, whereby leaders defined and organised work roles and design as well as pat-
terns of communication, and second, consideration, whereby leaders nurtured 
warm and friendly working relationships and cultivated mutual trust and respect. 
Leadership was assessed with a widely used scale called the Leader Behaviour De-
scription Questionnaire (LBDQ). 
Stogdill (1974) identified six categories of personal factors associated with 
leadership: capacity, achievement, responsibility, participation, status, and situa-
tion but concluded that such a narrow characterization of leadership traits was in-
sufficient. He stated that, "A person does not become a leader by virtue of the pos-
session of some combination of traits" (Stodgill, 1948, p.64). The attempts to iso-
late specific individual traits led to the conclusion that no single characteristic 
could distinguish leaders from non-leaders. 	 - 
Around the same time that the Ohio State Studies were being conducted, Katz 
& Kahn (1960) led a group of researchers from the Survey Research Centre at the 
University of Michigan and began their studies of leadership and attempted to 
identify behavioural elements that differentiated effective from ineffective leaders. 
They concluded that four categories of leadership behaviours lead to effective 
group performance: leader support, interaction facilitation, goal emphasis, and 
work facilitation. Both goal emphasis and work facilitation were job-production 
centred dimensions of behaviour similar to initiating structure of the Ohio studies. 
Goal emphasis behaviours were concerned with motivating the employee to ac- 
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complish the task at hand, and work facilitation behaviours were concerned with 
clarifying roles, acquiring and allocating resources, and reconciling organizational 
conflicts. Leader support and interaction facilitation were employee centred di-
mensions similar to consideration of the Ohio studies. Leader support included be-
haviours where leader showed concern for subordinates; interaction facilitation in-
cluded those behaviours where leaders acted to smooth over and minimize con-
flicts among followers. Bowers & Seashore (1966) of the University of Michigan 
like the researchers at Ohio State University developed a questionnaire, the Survey 
of Organisations, to assess the degree to which leaders exhibited these four dimen-
sions of leadership behaviour. 
Blake & Mouton (1964) created The Leadership or Managerial Grid which was 
a conceptualisation of leadership based on the extension of the findings reported by 
University of Michigan and Ohio State University leadership researchers. This 
model profiled leader behaviour on two dimensions: concern for people and con-
cern for production. Later, Blake & McCanse (1991) highlighted five combinations 
or styles of leadership viz., country club, impoverished, middle of the road, author-
ity compliance, and team management styles of leadership as the elements of the 
range of leadership styles in the leadership and managerial grid. ' 
2.2.2 Full Range Leadership Theory 
Avolio & Bass (1991) proposed the full range leadership theory (FRLT). The 
constructs comprising the FRLT denoted three typologies of leadership behaviour: 
Transformational, Transactional and Non-Transactional laissez-faire  which were 
represented by nine distinct factors. In the form enunciated then, the FRLT repre-
sented nine single order factors comprising of five transformational leadership fac-
tors, three transactional leadership factors, and one non-transactional laissez faire 
leadership factor. 
Bass (1999) and later Bass et al. (2003) slightly regrouped the same distinct 
nine factors into five Transformational Leadership factors, two Transactional 
Leadership factors and two Passive-Avoidant leadership factors. Transformational 
Leadership (TJL) style comprised of Idealised Influence-Attributed (IIA), Idealised 
Influence-Behaviour (JIB), Intellectual Stimulation (IS), Inspirational Motivation 
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(IM), and Individualized Consideration (IC). Transactional Leadership (TcL) style 
comprised of Contingent Reward (CR) and Management-by-Exception Active 
(MBEA). Finally, the Passive-Avoidant Leadership (PAL) style comprised of Man-
agement-by-Exception Passive (MBEP) and Laissez-faire  (LF). Avolio, Bass & 
Walumba (2004), Yang (2008), D'Alessio (2008), Khan et al. (2011), Munaf 
(2011), and Bass & Avolio (2011) had used the revised grouping as the basis of 
their research. 
2.2.2.1 Transformational Leadership 
The concept of Transformational Leadership was developed from research on 
political leaders. Burns (1978) in his seminal book "Leadership" described Trans-
formational Leadership as a process "when one or more persons engage with oth-
ers in such a way that leaders and followers raise one another to higher levels of 
motivation and morality." Burns (1978) noted that the result of Transformational 
Leadership ultimately becomes moral in that it raises the level of human conduct 
and ethical aspirations of both leader and the led and therefore has a transforming 
effect on both. 
Bass (1985, 1990), his colleague Avolio (1999) independently and together 
(Bass & Avolio, 1993, 1994) refined and expanded the model suggested by Burns. 
(1978). Bass (1985) conceptualised Transformational Leadership as having four 
dimensions: Idealised Influence by providing vision and sense of mission, instill-
ing pride, gaining respect and trust, and serving as charismatic role model; Inspira-
tional Motivation by communicating high expectations, using symbols to focus 
efforts and expressing important purposes in simple ways; Intellectual Stimulation 
by stimulating follower creativity by questioning assumptions and challenging 
status quo; and Individualized Consideration by giving personal attention, treating 
each employee individually, coaching and advising. 
Bass (1985,. 	1990) and Bass & Avolio (1993) elaborated the full range of lead- 
ership model with the addition of factors for Transactional Leadership (Contingent 
Reward and Management-by-Exception) and Laissez-faire  Leadership. Along with 
Transformational Leadership factors, the Transactional, and Laissez- faire factors 
constituted the full range of the leadership model. 
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Bass (1985) also developed a questionnaire known as the Multifactor Leader-
ship Questionnaire (MLQ) to measure the full range leadership factors. Bass & 
Avolio (1996), and Tejeda, Scandura & Pillai (2001) conducted studies and vali-
dated the MLQ in terms of the evidence favouring the construct and the predictive 
validity of the model. Later Antonakis, Avolio & Sivasubramanium (2003) found 
the measurement model of MLQ stable and invariant. 
In the many years since the Transformational Leadership theory was formu-
lated many interesting studies have been conducted which have validated the ro-
bustness and universality of the model. Hartog et al. (1999) studied the cross cul-
tural generalizability of the Transformational Leadership theory and found that 
specific aspects of the theory are strongly and universally endorsed across cultures. 
Hunt (1999) reviewed the evolution of the Transformational Leadership theory 
and concluded that the theory rejuvenated the field of leadership by creating a 
paradigm shift and attracting new scholars. 
Bass & Steidlmeir (1999) discussed and refined the concept of Authentic 
Transformational Leadership in response to the morality of Transformational 
Leadership being questioned sharply by libertarians, grass-root theorists and or-
ganisation development consultants. Burns (1978) discussed leadership as trans-
forming and transformational. Both the leader and the led are transformed and al-
tered in performance and outlook. However, Bass & Steidlmeir (1999) felt that it 
was the presence or absence of the moral foundation of the leader as a moral agent 
that distinguished Authentic Transformational Leadership from Pseudo-
Transformational Leadership. Howell & Avolio (1992) felt that only socialised 
leaders (and not personalised) concerned about the common good could be truly 
transformational leaders. 
2.2.2.1.1 Idealised Influence 
Transformational leaders have associates who view them in an idealised way, 
as role models worthy of emulation. Therefore, these leaders wield considerable 
power and influence over their followers. Avolio, Bass & Walumba (2004, p.28) 
concluded that associates identified with the leaders and their mission and invested 
much trust and confidence in them. Fairholm (1998) and Kanungo & Mendonca 
16 
(1996, p.87) underscored the importance of the spiritual dimension of such influ-
ence. The moral aspects of the influence process were highlighted by Kanungo & 
Mendonca (1996). Transformational leaders aroused and inspired others with 
whom they work, by personal example, with a vision of what could be accom-
plished through extra personal effort. 
Antonakis, Avolio & Sivasubramanium (2003) defined Idealised Influence-
Attributed as referring to the socialized attributes of the leader, whether the leader 
was perceived as being confident and powerful, and whether the leader was seen as 
focusing on higher order ideals and ethics. Further they defined Idealised Influ-
ence-Behaviour as referring to the actions of the leader that were centred on val-
ues, beliefs and a sense of mission. These distinctions were important and substan-
tive leading to their separate identification and classification in the full range lead-
ership theory. 
2.2.2.1.2 Inspirational Motivation 
Bass & Steidlemeir (1999) observed that Inspirational Motivation of Trans-
formational Leadership provides followers with challenges and meaning for en-
gaging in shared goals and undertakings. And in contrast to the first attribute, Ide-
alised Influence, Inspirational Motivation could occur without the need for identi-
fication of the followers with the leader. Inspirational leaders articulated shared 
goals and mutual understanding of what is right and important. The inspirational 
appeals of the authentic transformational leader tended to focus on the best in peo-
ple: harmony, charity, and good works. Bass (1988) observed that Inspirational 
Motivation of a transformational leader enhanced meaning and promoted positive 
expectations of what needs to be done. 
2.2.2.1.3 Intellectual Stimulation 
Avolio, Bass & Walumba (2004, p.29) commented that Transformational 
Leadership involved, in addition to Idealised Influence and Inspirational Motiva-
tion, the Intellectual Stimulation of the associate's ideas and values. It was through 
this behavioural element that followers were helped to think about old problems in 
new ways. The associates questioned their own beliefs, assumptions, and values as 
well as those of the leader and helped develop fresh approaches unforeseen by the 
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leaders. Associates learned to be independent and solved problems on their own. 
Leaders became transforming and intellectually stimulating to the extent that they 
could discern, comprehend, conceptualise and articulate to their associates the op-
portunities and threats facing their organisation as well as its strengths and weak- 
nesses, 
Howell (1988) opined that authentic transformational leaders persuaded others 
on the merits of the issue and openly brought about changes in the values of the 
associates on the relevance of their ideas to the followers ultimate benefit and satis-
faction. 
2.3.2.1.4 Individualized Consideration 
Kanungo & Mendonca (1996, p.85) observed that the Individualized Consid-
eration component of Transformational Leadership underscored the necessity of 
altruism, if leadership was to be anything more than authoritarian control. Bass 
(1985) and Avolio, Bass & Walumba (2004, p.29) felt that the transformational 
leader treats each follower as an individual and provides coaching, mentoring and 
growth opportunities. Individualized Consideration represented an attempt by the 
leader not only to satisfy the followers current needs but also to expand and elevate 
those needs in an attempt to maximise and develop their full potential. 
2.2.2.2 Transactional Leadership 
Bass (1985) defined Transactional Leadership (TcL) behaviours as those that 
were aimed at monitoring and controlling employees through rational and eco-
nomic means. Antonakis, Avolio & Sivasubramanium (2003) were of the opinion 
that Transactional Leadership behaviours represented an exchange process based 
on fulfilment of contractual obligations and were typically represented as setting 
objectives and monitoring and controlling outcomes. Later, Bass (1999) elaborated 
that Transactional Leadership also referred to the exchange relationship between 
the leader and follower to meet their own self-interests and identified that Transac-
tional Leadership comprises of the following two factors. 
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2.2.2.2.1 Contingent Reward 
Contingent Reward (CR) leadership referred to leadership behaviours focused 
on clarifying role and task requirements and providing followers with material or 
psychological rewards contingent on the fulfilment of contractual obligations. 
2.2.2.2.2 Management-by-Exception Active 
Management-by-Exception Active (MBEA) referred to the active vigilance of a 
leader to ensure that standards were met. The focus was on setting standards and 
monitoring deviations from standards. 
2.2.2.3 Passive-Avoidant Leadership 
Sosik and Jung (2010, p.265) stated that the Passive-Avoidant style of leader-
ship was an inactive form of leadership: it did not respond to situations and prob-
lems systematically. In demonstrating this style of leadership, a leader passively 
monitored and controlled the followers'• performance and enforced corrective ac-
tion when necessary. The leader also let things settle naturally and took a passive 
approach to leading by avoiding unnecessary change. The Passive-Avoidant Lead-
ership (PAL) style comprised of the following two factors: 
2.2.2.3.1 Management-by-Exception •Passive 
Management-by-Exception Passive (MBEP) referred to passive corrective 
transactions where leaders only intervened after non-compliance had occurred or 
when mistakes had already been committed. 
2.2.2.3.2 Laissez-faire 
Laissez-faire  (LF) represented an absence of transaction of sorts with respect to 
the leadership in which the leaders avoided making decisions, abdicated responsi-
bility, and did not use authority. It is considered active to the extent that a leader 
chooses to avoid taking action. 
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2.3 The Antecedents of the Construct 
The antecedents of leadership styles viz. Transformational, Transactional, and 
Passive-Avoidant were studied and the literature was surveyed both with respect to 
empirical and conceptual research papers. On the basis of the literature surveyed, 
the antecedents were grouped into the following categories: 
• Contextual 
• Ethics and Values 
• Emotional Intelligence 
• Culture 
• Personality 
• Spirituality 
While it only the last two of the above i.e. Personality and Spirituality that 
were the independent variables of the research topic, yet the researcher thought it 
fit to concisely summarise the literature review of other antecedents for an overall 
perspective on the research into the antecedent factors of leadership styles as de-
fined by the full range leadership theory. Another interesting observation that 
emerged from the literature survey was that many of studies had researched the 
Transformational Leadership style and very few had researched Transactional and 
Passive-Avoidant Leadership styles. 
2.3.1 Contextual 
The central issue that Transformational Leadership addresses is organisational 
change. Pawar & Eastman (1997) believed that Transformational Leadership ef-
fected organisational change through the articulation of the leaders' vision, the ac-
ceptance of the vision by the followers, and the creation of congruence between 
followers' self-interest and the vision of the leader. 
At a conceptual level, Tichy & Devanna (1986), Baliga & Hunt (1988), Gib-
bons (1992), Shamir, House & Arthur (1993) and foal & Bryson (1988) studied 
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the link between organisational context and Transformational Leadership. In addi-
tion to this conceptual research, empirical observations were made on the relation-
ship between the extent of transformational leadership and both organisational size 
by Rouche et al. (1989), leaders' hierarchical position by Bass et al. (1987) and 
organisational systems and national culture by Singer & Singer (1990). Pettigrew 
(1987) and Pettigrew et al. (1992) divided the organisational context into the inner 
and outer context. These are elaborated in the next two sections. 
2.3.1.1 Inner Context 
Pettigrew et al. (1992) included organisational structure, culture, strategy and 
related aspects in the inner context. Pawar & Eastman (1997) conceptualised 
based on various studies by Sashkin (1988), Bass (1985), and Hage (1965)) that 
four polar internal organizational factors impact the receptivity to Transfonna-
tional Leadership. These were: 
• Adaptation versus efficiency orientation. 
• Boundary spanning versus technical core. 
• Simple structure and adhocracy versus machine bureaucracy and profes-
sional bureaucracy. 
• Clan mode of governance versus market or bureaucratic mode of govern-
ance. 
The positive polar types of organisation viz, adaptation, boundary spanning, 
simple structure & adhocracy, and clan mode of governance were indicative of 
high receptivity to Transformational Leadership acid led to context harnessing type 
of Transformational Leadership. 
The negative polar types of organisation viz, efficiency orientation, technical 
core, machine bureaucracy, and market mode of governance were indicative of low 
receptivity to Transformational Leadership and led to context confronting type of 
Transformational Leadership. 
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2.3.1.2 Outer Context 
Beugre, Acar & Braun (2006) stated that, "the inclusion of environmental ante-
cedents in the study of organisational behaviour is particularly important in today's 
competitive environment where external constituencies pressure companies for fi-
nancial performance and social responsibilities. Therefore, ignoring the impact of 
external environment on the emergence of Transformational Leadership in organi-
sations is both conceptually limited and practically risky." 
Fulmer, Gibbs & Goldsmith (2000) identified that the external factors which 
influence the organisations to re-evaluate the way they operate were globalisation, 
deregulation, e-commerce, and rapid technological change. Beugre, Acar & Braun 
(2006) conceptualised a framework that integrated the extenmi environment and 
organisational members' receptivity in the emergence of.Transfonnational Leader-
ship. This model was called environment induced model of Transformational 
Leadership, which identified three types of transformational leaders: revolutionary, 
evolutionary, and transgressor. 
Revolutionary transformational leaders were likely to emerge in organisations 
operating in volatile environments and whose members show either a high or a low 
degree of receptivity. However, evolutionary transformational leaders were likely 
to emerge in less volatile environments whose members showed a high degree of 
receptivity, and transgressor transformational leaders would emerge in less volatile 
environments whose members show a low degree of receptivity. 
2.3.2 Ethics and Values 
Hughes, Ginnet & Murphy (2009, p.131) defined ethics as the principles of 
right conduct or a system of moral values which leaders needed to internalise. Bass 
& Steidlmeir (1999) identified that the ethics of leadership rested upon three pil-
lars: the moral character of the leader, the ethical legitimacy of the values embed-
ded in the leaders vision, articulation, and program which followers either embrace 
or reject, and the morality of the processes of social ethical choice and action that 
leaders and followers engage in and collectively pursue. 
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Hughes, Ginnet & Curphy (2009, p.135) referred to moral reasoning as the 
process leaders use to make decisions about ethical and unethical behaviours. 
Turner et al. (2002), Olsen, Eid & Johnsen (2006) in their studies proved that lead-
ers exhibiting higher moral reasoning levels displayed higher Transformational 
Leadership behaviours than compared to leaders with lower moral reasoning lev-
els. 
Boyatzis & Skelly (1991) defined values as constructs representing generalized 
behaviors or states of affairs that were considered by the individual to be impor-
tant. Denhardt & Campbell (2006) and England & Lee (1974) opined that values 
played a vital role in the choices made by leaders. The perceived degree of congru-
ence between the values expressed in words and those expressed through action 
was called behavioral integrity. Delivering on promises and modeling values were 
critical elements of behavioral integrity. Simons (1999) stated that Idealised hrflu-
ence (one of the components of Transforrnational Leadership) required trust and 
credibility among followers. Banerjee & Krishnan (2000) also identified Idealised 
Influence as being most closely related to ethics. 
Ciulla (1996), Kannungo & Mendonca (1996) and Engelbrecht (2001) recog-
nized altruism as the core ethical value of Transformational Leadership and de-
fined it as a behavior intended to benefit others without the expectation of an ex-
ternal reward. Hesselblain, Goldsmith & Beckard (1996) presented integrity as a 
core value of Transfo►Tuat!oaal Leadership. Engelbrecht, van Aswegen, & Theron 
(2005) found that both altruism and integrity positively correlate with Transforma-
tional Leadership. Singh & Krishnan (2008) also proved that altruism was en-
hanced by self-sacrificing behaviors of the leaders. 
2.3.3 Emotional Intelligence 
The term Emotional Intelligence has been advanced to describe the set of per-
sonal attributes that enhance social and professional relationships. As developed by 
Goleman (1995) and Gewertz (2006) the elements of Emotional Intelligence (EI) 
encompassed the full range of interactions between individuals and society and in-
cluded self-awareness, social awareness, self-regulation, and relationship manage-
ment. Tori, Nauriyal & Bhalla (2006) identified that individual differences in Emo- 
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tional Intellligence helped explain the wide variation in the professional accom-
plishments, competencies, and effectiveness of people with similar levels of Intel-
ligence Quotient (IQ), experience and academic credentials. Gabriel and Griffith 
(2002) opined that the adaptive regulation of emotions was a palpable asset for ex-
ecutives, managers, and workers in contemporary business milieus. 
Mandell and Pherwani (2003), Srivastava & Bharamanaikar (2004), Brown & 
Moshavi (2005), Mills (2009), and Harms & Crede (2010) conducted investiga-
tions on the relationship between emotional intelligence and the full range leader-
ship styles viz. Transformational, Transactional, and Passive-Avoidant Leader-
ship. Emotional Intelligence exhibited moderate to strong correlation with all 
components of Transformational Leadership, moderate to strong relationships 
with Contingent Reward ( a component of Transactional Leadership), weak rela-
tionship with Management-by-Exception Active ( another component of Transac-
tional Leadership) and strong to moderately negative correlations with Passive-
Avoidant Leadership (both Management-by-Exception Passive and Laissez-faire). 
2.3.4 Culture 
Hofstede (1984, 1993) of Maastricht University conducted perhaps the most 
comprehensive study of how values in the workplace were influenced by culture. 
From the initial results and later additions, Hofstede developed a model that identi-
fied four primary dimensions to assist in differentiating cultures: the first dimen-
sion was called Power Distance (PDI) and was defined as the degree of inequality 
among the people which a group of people considered as normal; the second di-
mension, Individualism (IND), was the degree to which people preferred to act as 
individuals rather than as members of groups; the third dimension, Masculinity 
(MAS), was the degree to which such 'masculine' values as assertiveness, compe-
tition, and success were emphasized as opposed to such values as quality of life, 
warm personal relationships, and service. Uncertainty Avoidance (UAI) was the 
degree to which people in a country preferred structured over unstructured situa-
tions. Finally the fifth dimension, Long-Term Orientation (LTO), was intended to 
account for specific traits of many Asian cultures, which were not covered by the 
first four dimensions. Long-Term Orientation was defined as the degree to which 
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people's actions were driven by long-term goals and results, rather than the short-
term results and the need for immediate gratification. 
The empirical studies correlating the dimensions of culture and the full range 
leadership styles have yielded mixed results. Ardichvili & Kuchinke (2002) con-
ducted a comparative study of leadership styles and cultural value of four countries 
of the former Soviet Union, Germany and the U.S.A using the Hofstede model to 
measure cultural values and Multifactor Leadership Questionnaire to measure full 
range leadership. They concluded that "correlations between leadership and culture 
dimensions are not strong, which suggests that the two constructs, at least as meas-
ured by the dimensions used in this study, are only marginally related." 
Dickson, Den Hartog & Mitchelson (2003) suggested that transformational 
leaders may need to be more participative to be effective in highly egalitarian so-
cieties (Low Power Distance-PDI). In contrast, in high power distance societies, 
Transformational Leadership may take a more directive form. Hence that it noted 
that PDI (Power Distance) may play a role in the enactment of Transformational 
Leadership in different cultures. 
Jung & Avolio (1999) compared the effects of Transformational and Transac-
tional Leadership styles in individual and group task conditions to assess whether a 
different impact on individualists and collectivists performing a brainstorming task 
would be found. Collectivists with a transformational leader were found to gener-
ate more ideas, whereas individualists generated more ideas with a transactional 
leader. 
2.3.5. Personality 
Judge & Bono (2000) averred that the study of human nature and the search for 
a structure of personality were as old as humanity itself. Chakraborty (1987) ex-
pounded the Indian worldview which posited that everything that existed was a 
product of three fundamental constituents of nature termed as gunas (qualities). All 
elements of matter and empirical phenomena were an endless combination of these 
three gunas. Narayanan & Krishnan (2003) stated that every human being would 
have the characteristics of all the three gunas at the same time, though one of the 
three may be the dominant. Narayana (2000) defined the three characteristics that 
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constituted human nature were sattva (knowledge oriented), rajas (action ori-
ented), and tainas (inertia oriented). 
Judge & Bono (2000) quoted Aristotle who classified human temperament into 
several broad categories and Morgan et al. (1986, p.569) quoted Hippocrates who 
grouped human nature into four types namely, sanguine-cheerful (vigorous and 
confidently optimistic), melancholic-depressed (morose) choleric (hot tempered), 
and phlegmatic (slow moving, calm and unexcitable). Personality was defined as 
the unique combination of emotion, thought and behaviour that defined an individ-
ual and was derived from the Latin word "persona" that meant mask (Wikipedia, 
2008). 
The trait and skill approach to personality, searches for a small number of core 
dimensions that can usefully summarise a person's consistent patterns of respond-
ing. Cattell, Eber, & Tatsuoka (1970) proposed sixteen necessary traits as neces-
sary to describe personality completely. Eysenck (1967) believed that all traits de-
rived from biological systems and proposed three factors extroversion, neuroti-
cism, and psychotism. Allport (1961) proposed an idiographic approach, uniquely 
tailored to the individual, which envisages "personal dispositions" at three levels of 
generality viz, central disposition, cardinal disposition, and personal disposition. 
An example of a single trait approach was the case of Rotter (1966) who developed 
a questionnaire for locus of control. Many researchers, now, agree that the five-
factor model of personality does a satisfactory job of describing personality in 
most circumstances. Friedman & Schustak (2003) ratified the five factors as Extra-
version, Agreeableness, Conscientiousness, Neuroticism and Openness to Experi-
en ce. 
2.3.5.1 Five-factor model of Personality 
Research using both natural language adjectives and theoretically based per-
sonality questionnaires was conducted to build this comprehensive model. Tupes 
& Christal (1961) are credited with discovering the "Big Five". McCrae & John 
(1992) codified the five-factor model of personality as a hierarchical organization 
of personality traits in terms of five basic dimensions: Extraversion, Agreeable-
ness, Conscientiousness, Neuroticism, and Openness to Experience. 
Judge & Bono (2000) and Saroglou & Munoz-Garcia, (2008) opined that the 
Big Five traits were broad constructs of personality which manifested in more spe-
cific facets. Costa & McCrae (1992) elaborately explained each domain or factor. 
Factor 1, Extraversion represented the tendency to be warm, gregarious assertive, 
active, excitement seeking and predisposition to experience positive emotions. Fac-
tor 2, Agreeableness, represented tendencies to be trustworthy, straight forward, 
altruistic, compliant, modest and tender minded. Factor 3, Conscientiousness, rep-
resented competence, order, dutifulness, achievement striving, self-discipline and 
deliberation. Factor 4, Emotional Adjustnnent/Stability, was often labelled by its 
opposite Neuroticisor which was represented by anxiety, hostility, depression, self 
consciousness, impulsiveness and vulnerability. Factor 5, Openness to Experience 
represented the tendency to fantasize, feel aesthetic, have feelings,, take actions, 
and have ideas and values. 
Table 2.3.5.1 summarizes the Five factor Model of Personality. 
Table 2.3.5.1 Summary of Five-Factor Model of Personality 
Personality Traits Main Characteristics 
High Low 
Extraversion Sociable , gregarious, assertive Reserved , timid, quiet 
Agreeableness Co-operative, trusting warm 
Cold, disagreeable, antago- 
nistic 
Conscientiousness 
Responsible, organized , dependable, per- 
sistent Disorganized, unreliable 
Neuroticism Nervous, anxious, depressed, insecure Calm, self-confident 
Openness to 
Experience Creative, curious Conventional, 
2.3.5.1.1 Extraversion and Facets of Extraversion 
McCrae & Costa (1992) elaborated that Warrnt12 is the facet of Extraversion 
most relevant to issues of interpersonal intimacy. Warm people were affectionate 
and friendly. They genuinely liked people and easily formed close attachments to 
others. Low scorers were neither hostile nor necessarily lacking in compassion, but 
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they were more formal, reserved and distant in manner than high scorers. We sur-
mise that Warmth as a facet of Extraversion was positively related to adjectives 
friendly, sociable, cheerful, affectionate and outgoing and negatively related to 
aloof. McCrae & Costa (1992) found that this facet was negatively related to 
MBTI (Myers Briggs Type Indicator) Introversion (-0.61 at p<0.001). 
McCrae & Costa (1992) discussed that Gregariousness is that facet of Extra-
version which represented the preference for other peoples' company. Gregarious 
people enjoyed the company of others. Low scorers tended to be loners who did 
not seek or who even actively avoided social stimulation. We surmise from the 
study that the adjectives which positively related to Gregariousness were sociable, 
outgoing, pleasure-seeking, talkative and spontaneous and that which negatively 
related to it were aloof and withdrawn. McCrae & Costa (1992) found that this 
facet was negatively related to MBTI (Myers Briggs Type Indicator) Introversion 
(-0.59 at p<0.001). 
Assertiveness is the facet of Extraversion where the high scorers were domi-
nant, forceful, and socially ascendant. They spoke without hesitation while low 
scorers preferred to keep in the background and let others do the talking. We sur-
mise from the study of McCrae & Costa (1992) that the adjectives which positively 
related to Assertiveness were aggressive, assertive, self-confident, forceful, enthu-
siastic, and confident and the adjective shy negatively related to it. McCrae & 
Costa (1992) found that this facet was negatively related to MBTI (Myers Briggs 
Type Indicator) Introversion (-0.59 at p<0.001). 
Activity is the facet of Extraversion studied by McCrae & Costa (1992) 
wherein a high activity score was seen in rapid tempo and vigorous movement, in 
an expression of energy and in a need to keep busy. Low scorers were more lei-
surely and relaxed in tempo, although they were not necessarily sluggish or lazy. 
We surmise from the study that the adjectives which positively related to Activity 
were energetic, hurried, quick, determined, enthusiastic, aggressive and active. 
McCrae & Costa (1992) found that this facet was negatively related to MBTI 
(Myers Briggs Type Indicator) Introversion (-0.42 at p<0.001). 
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McCrae & Costa (1992) described Excitement-seeking as the facet of Extraver-
sion wherein high scorers craved for excitement and stimulation. Low scorers felt 
little need for thrills and preferred a life that high scorers might have found boring. 
Excitement-seeking was akin in some aspects to sensation seeking (Zuckerman, 
1979). We surmise from the study that the adjectives which were positively related 
to Excitement-seeking were pleasure-seeking, daring, adventurous, charming, 
handsome, spunky and clever. 
Finally Positive Emotions is the facet of Extraversion which McCrae & Costa 
(1992) stated encompassed the tendency to experience positive emotion such as 
joy, happiness, love, and excitement. High scorers on this facet laughed easily and 
often. Low scorers were not necessarily unhappy; they were less exuberant and 
high spirited. We surmise from the study that adjectives that positively correlated 
with Positive Emotions were enthusiastic, humorous, praising, spontaneous, pleas-
ure-seeking, optimistic and jolly. McCrae & Costa (1992) found that this facet was 
negatively related to MBTI (Myers Briggs Type Indicator) Introversion (-0.5Iat 
p<0.00I). 
2.3.5.1.2 Openness to Experience and Facets of Openness to Experience 
McCrae & Costa (1992) explained that Fantasy is the facet of Openness to Ex-
perience which made an individual have a vivid imagination and an active fantasy 
life. The individuals daydreamed not simply as an escape but as way of creating for 
themselves an interesting inner world. Low scorers were more prosaic and pre-
ferred to keep their minds on the task at hand. We surmise from the study that the 
adjectives that were positively related to Fantasy were dreamy, imaginative, hu-
morous, mischievous, idealistic, artistic, and complicated. McCrae & Costa (1992) 
found that this facet was positively related to MBTI (Myers Briggs Type Indicator) 
Perception (0.38 at p< 0.001). 
McCrae & Costa (1992) described Aesthetics as the facet of Openness to Ex-
pel- fence wherein high scorers had a deep appreciation for art and beauty. They 
were moved by poetry, absorbed by music, and intrigued by art, which led them to 
develop wider knowledge and appreciation. Low scorers were relatively insensi-
tive to and uninterested in art and beauty. We surmise from the study that the ad- 
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jectives that positively related to Aesthetics were imaginative, artistic, original, en-
thusiastic, inventive, idealistic and versatile. McCrae & Costa (1992) found that 
this facet was positively related to MBTI (Myers Briggs Type Indicator) Intuition 
(0.56 at p< 0.001). 
Feelings is the facet of Openness to Experience (McCrae & Costa, 1992) that 
denoted receptivity to one's own inner feelings and emotions and the evaluation of 
emotion as an important part of life. High scorers had differentiated and deeper 
emotional states while low scorers had somewhat blunted affects and did not be-
lieve that feeling states were of much importance. We surmise that the adjectives 
that positively related to Feelings were excitable, spontaneous, insightful, imagina-
tive, affectionate, talkative, and outgoing. McCrae & Costa (1992) found that this 
facet was positively related to MBTI (Myers Briggs Type Indicator) Feeling (0.33 
at p< 0.001). 
McCrae & Costa (1992) explained Actions as the facet of Openness to Experi-
ence which denoted the willingness to try different activities. High scorers pre-
ferred novelty and variety to familiarity and routine. Low scorers found change 
difficult and preferred to stick with the tried-and-tested. We surmise that the adjec-
tives which positively related to Actions were wide interests, imaginative, adven-
turous, optimistic, talkative and versatile and the adjective that was negatively re-
lated was mild. McCrae & Costa (1992) found that this facet was positively related 
to MBTI (Myers Briggs Type Indicator) Intuition (0.53 at p< 0.001). 
McCrae & Costa (1992) asserted that Ideas is the facet of Openness to Experi-
ence which denoted an individual's intellectual curiosity, not only pursuing intel-
lectual interests for its own sake, but also being open-mindedness and willing to 
consider new unconventional ideas. Low scorers on the scales had limited curiosity 
and focussed their intellectual resources on narrow topics. We surmise that the ad-
jectives that positively correlated with Ideas were idealistic, wide-interests, inven-
tive, curious, original, imaginative and insightful. McCrae & Costa (1992) found 
that this facet was positively related to MBTI (Myers Briggs Type Indicator) Intui-
tion (0.56 at p< 0.001). 
30 
Values is the facet of Openness to Experience which meant the readiness to re-
examine social, political and religious values. Closed individuals tended to accept 
authority and honour traditions. Openness to values was considered as opposite to 
dogmatism. We surmise that the adjectives that negatively related to Values were 
conservative and cautious while the adjectives that positively related were uncon-
ventional and flirtatious. McCrae & Costa (1992) found that this facet was posi-
tively related to MBTI (Myers Briggs Type Indicator) Intuition (0.39 at p< 0.001). 
2.3.51.3 Agreeableness and Facets of Agreeableness 
McCrae & Costa (1992) described that Trust is the facet of Agreeableness 
which denoted a disposition to believe that others were honest and well-
intentioned. Low scorers tended to be cynical and sceptical and assumed that oth-
ers may be dishonest or dangerous. We surmise that the adjectives that positively 
related to Trust were forgiving, trusting, and peaceable. The adjectives negatively 
related to Trust were found to be suspicious, wary, pessimistic, and hardhearted. 
McCrae & Costa (1992) found that this facet was positively related to CPT (Re-
vised California Personality Inventory) Tolerance (0.48 at p<0.00I ). 
Straightforwardness is the facet of Agreeableness that implied being frank, 
sincere and ingenuous (McCrae & Costa, 1992). Low scorers were more willing to 
manipulate others through flattery, craftiness or deception. They viewed these tac-
tics as necessary social skills and regarded more straightforward people as naive. 
We surmise that the adjectives that were negatively related to Straightforwardness 
were complicated, demanding, clever, flirtatious, charming, shrewd, and autocratic. 
McCrae & Costa (1992) found that this facet was negatively related to CPI (Re-
vised California Personality Inventory) Self-Control (-0.48 at p<0.001). 
McCrae & Costa (1992) described Altruism as the facet of Agreeableness that 
denoted an active concern for others welfare and was demonstrated through gener-
osity, consideration of others and willingness to assist others in times of need. Low 
scorers were more self-centred and reluctant to get involved problems of others. 
We surmise that the adjectives that positively related to Altruism were warm, soft-
hearted, gentle, generous, kind, and tolerant and the adjective selfish related to it 
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negatively. McCrae & Costa (1992) found that this facet was positively related to 
CPI (Revised California Personality Inventory) Feminity (0.34 at p<0.001). 
Compliance is the facet of Agreeableness which referred to interpersonal con-
flict and implied the tendency to defer to others, to inhibit aggression, and to for-
give and forget. Low scorers were aggressive, preferring to compete rather than co-
operate, and had no reluctance in expressing anger. We surmise that the adjectives 
that negatively related to Compliance were stubborn, demanding, headstrong, im-
patient, intolerant, outspoken, and hard-hearted. McCrae & Costa (1992) found 
that this facet was positively related to CPI (Revised California Personality Inven-
tory) Self Control (0.43 at p<0.001). 
McCrae & Costa (1992) describe Modesty as the facet of Agreeableness which 
denoted self-effacing and humble behaviour in an individual although they did not 
necessarily lack in self-confidence or self-esteem. Low scorers believed they were 
superior people and were considered as conceited or arrogant by others. We sur-
mise that the adjectives that negatively related to Modesty were show-off, clever, 
assertive, argumentative, self-confident, aggressive, and idealistic. McCrae & 
Costa (1992) found that this facet was negatively related to CPI (Revised Califor-
nia Personality Inventory) Social Pressure (-0.31 at p<0.001). 
McCrae & Costa (1992) explained that Tender-,mindedness is the facet of 
Agreeableness that measured attitudes of sympathy and concern for others. High 
scorers were moved by others needs and emphasized the human side of social poli-
cies. Low scorers were more hard headed and less moved by appeals to pity and 
considered themselves as realists who made rational decisions based on cold logic. 
We surmise that the adjectives that positively related to Tender-mindedness were 
friendly, warm, sympathetic, soft-hearted, gentle, and kind. McCrae & Costa 
(1992) found that this facet was positively related to MBTI (Myers Briggs Type 
Indicator) Feeling (0.36 at p<0.001). 
2.3.5.1.4 Conscientiousness and Facets of Conscientiousness 
McCrae & Costa (1992) explained that Competence is the facet of Conscien-
tiousness which referred to the sense that one was capable, sensible, prudent and 
effective. High scorers felt well prepared to deal with life. Low scorers had a lower 
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opinion of their abilities and admitted that they were often unprepared and inept. 
This facet was most closely associated with self-esteem and internal locus of con-
trol. We surmise that the adjectives positively related to this facet Competence 
were efficient, self-confident, thorough, resourceful, confident, and intelligent. It 
was negatively related to the adjective confused. McCrae & Costa (1992) found 
that this facet was positively related to CPI (Revised California Personality Inven-
tory) Independence (0.43 at p<0.001). 
McCrae & Costa (1992) described that Order is the facet of Conscientiousness 
which denoted the qualities of neatness, tidiness and being well-organised. Low 
scorers were unable to get organised and described themselves as unorganised. We 
surmise that the adjectives positively related to the facet Order were organised, 
thorough, efficient, precise, and methodical. The adjectives negatively related were 
absent-minded and careless. McCrae & Costa (1992) found that this facet was 
negatively related to MBTI (Myers Briggs Type Indicator) perception (-0.44 at 
p<0.001). 
Dutifulness is the facet of Conscientiousness that referred to adhering strictly to 
one's ethical principles and scrupulously fulfilling ones moral obligations 
(McCrae & Costa, 1992). Low scorers were more casual about such matters and 
were somewhat undependable or unreliable. We surmise that the adjectives nega-
tively related to this facet Dutifulness were defensive, distractible, careless, lazy, 
absent-minded, and fault-finding. The adjective- thorough was positively related to 
the facet Dutifulness. McCrae & Costa (1992) found that this facet was positively 
related to CPI (Revised California Personality Inventory) Achievement via Con-
formance (0.43 at p<0.001). 
Achieve,nent-striving is the facet of Conscientiousness which implied high as-
piration levels and working hard to achieve the same (McCrae & Costa, 1992). 
High scorers were diligent and purposeful and had a sense of direction in life. Low 
_scorers were lackadaisical and perhaps even lazy. They were not driven to succeed 
and were perfectly content with their low levels of achievement. We surmise that 
the adjectives positively correlated to this facet Achievement-striving were thor-
ough, ambitious, industrious, enterprising, determined, confident, and persistent. 
McCrae & Costa (1992) found that this facet was positively related to CPI (Re- 
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vised California Personality Inventory) Achievement via Conformance (0.47 at 
p<0.00 1). 
McCrae & Costa (1992) described Self-discipline as the facet of Conscien-
tiousness which meant the individual's ability to begin tasks and carry through to 
completion despite boredom and other distractions. High scorers had the ability to 
motivate themselves to get the job done. Low scorers procrastinated in beginning 
chores and were easily discouraged and eager to quit. We surmise that the adjec-
tives positively related to this facet were organised, efficient, energetic, thorough, 
and industrious. McCrae & Costa (1992) found that this facet was positively re-
lated to CPI (Revised California Personality Inventory) Achievement via Confor-
mance (0.57 at p<0.001). 
Deliberation is the final facet of Conscientiousness that indicated the tendency 
to think carefully before acting. High scorers were cautious and deliberate. Low 
scorers are hasty and often act and speak without consideration. We surmise that 
the adjectives negatively correlated to this facet were hasty, impulsive, careless, 
impatient, immature, and moody. McCrae & Costa (1992) found that this facet was 
negatively related to MBTI (Myers Briggs Type Indicator) Perception (-0.39 at 
p<O.001). 
2.3.5.1.5 Neuroticism and Facets of Neuroticism 
Anxiety is the facet of Neuroticism which represented individuals who were 
apprehensive, fearful, prone to worry, nervous, tense, and jittery. High scorers 
were very likely to have specific fears or phobias as well as free floating anxiety. 
Low scorers were calm and relaxed. We surmise that the adjectives which are posi-
tively related to Anxiety were anxious, fearful, worrying, tense, nervous and nega-
tively related were confident and optimistic. McCrae & Costa (1992) found that 
this facet was positively related to STPI (State-Trait Personality Inventory) Anxi-
ety (0.55 at p<0.001). 
Anger-hostility is the facet of Neuroticism that represented the tendency to ex-
perience anger and related states such as frustration and bitterness. This facet was 
about readiness to experience anger and whether the person expressed the anger 
depended on the person's Agreeableness. Low scorers are easy going and slow to 
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anger. We surmise that the adjectives that positively related to this facet were anx-
ious, irritable, impatient, excitable, moody, and tense. McCrae & Costa (1992) 
found that this facet was positively related to STPI (State-Trait Personality Inven-
tory) Hostility (0.55 at p<0.001). 
McCrae & Costa (1992) explained that Depression is the facet of Neuroticism 
which measured the tendency to experience the depressive affect. High scorers 
were prone to feelings of guilt, sadness, hopelessness, and loneliness. They were 
easily discouraged and often dejected. Low scorers did not experience such emo-
tions but were not necessarily cheerful and light-hearted which are associated with 
extraversion. We surmise from the study of McCrae & Costa (1992) that the adjec-
tives that positively related to Depression, a facet of neuroticism, were worrying, 
pessimistic, moody, and anxious and adjectives which negatively relate were con-
tented, confident, and self-confident. McCrae & Costa (1992) found that this facet 
was positively related to STPI (State-Trait Personality Inventory) Anxiety (0.68 at 
p<0.00 1). 
McCrae & Costa (1992) describe Self-consciousness as the facet of Neuroti-
cism which had shame and embarrassment at its core. Self-conscious individuals 
were uncomfortable around others, sensitive to ridicule, and prone to feelings of 
inferiority. Low scorers were less disturbed by awkward social situations. We sur-
mise from the study that the adjectives which positively related to Self-
Consciousness were shy, defensive, timid, inhibited, and anxious. McCrae & Costa 
(1992) found that this facet was positively related to STPI (State-Trait Personality 
Inventory) Anxiety (0.55 at p<0.001). 
Impulsiveness is the facet of Neuroticism that referred to the inability to control 
cravings and urges. Desires were perceived as being so strong that the individual 
cannot resist them. Low scorers found it easy to resist such temptations. We sur-
mise from the study that the adjectives that positively relate to Impulsiveness were 
moody, irritable, sarcastic, self-centred, loud, hasty, and excitable. McCrae & 
Costa (1992) have found that this facet was negatively related to CPI Self Control 
(-0.46 at p<O.001). 
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Vulnerability is the final facet of Neuroticism which implied that individuals 
felt unable to cope with stress, became dependent, hopeless or panicked when 
faced with emergency situations. Low scorers perceived themselves capable of 
handling themselves in difficult situations. We surmise that the adjectives that 
negatively related to Vulnerability were clear-thinking, self-confident, efficient, 
and alert and the adjective that positively correlated was careless. McCrae & Costa 
(1992) found that this facet was positively related to CPI (Revised California Per-
sonality Inventory) Anxiety (0.62 at p<0.O01). 
2.3.6 Spirituality 
In this section we examine spirituality and various concepts related to the spiri-
tual dimensions of work, workplace behaviour and leadership behaviour. 
2.3.6.1 Spirit 
The word spirit is derived from the Latin root 'spiritus' which means breathing 
and could be defined as the principle of conscious life or the incorporeal part of 
man. Spirit is also used interchangeably with the word soul which is defined as the 
principle of life, feeling, thought and action in man, regarded as a distinct entity 
separate from the body: the spiritual part as distinct from the physical part 
(Wikipedia, 2012). 
The scriptures of many world religions have references to the spirit. The Bible 
says, "And the Lord God formed man of the dust of the ground and breathed into 
his nostrils the breath of life; and man became a living being." (Genesis 2.7 King 
James Version). Further it says, "Ye are not in the flesh, but in the spirit, if so be 
that the spirit of God dwell in you." (Romans 8.9), and finally, "Know ye not that 
ye are the temple of God and that the spirit of God dwelleth in you ?"(Corinthians 
3.16). 
The Upanishads counted among the world's most influential creative works 
(Roebuck, 2000, p.ix) declare, "Know the body to be a chariot and the soul as the 
owner rider of the chariot."(Katha Upanishad 3.3). They also aver that "The body 
is like a city with eleven gates, the soul is the ruler thereof. When he takes up his 
abode in it, he grieves not and when he is set free from it that is his deliverance." 
(Katha Upanishad 5.1), and that "The soul is not born, nor does it die. It sprang 
from nothing and nothing sprang from it. It is unborn, eternal, everlasting and pri-
meval. It is not slain when is body is slain. If the slayer thinks he slays or if the 
slain thinks he is slain, both of them do not understand. The soul does not slay nor 
is it slain." (Katha Upanishad 2.18). 
The Quran (Abdel Haleem, 2004) says, "people, be mindful of your Lord, who 
created you from a single soul."(Sura 4.1).......by the soul and how he formed it." 
(Sura 91.7), and also, "The one who purifies his soul succeeds and the one who 
corrupts it fails." (Sura 91.9-10). 
Buddhism skirts the issue of the existence of the spirit by listing it among the 
ten indeterminate questions: "The theories the Blessed One has set aside and re-
jected .....that the soul and body are identical... that the soul is one thing and the 
body is another..." (Burtt, 1955, p.32). Jainism states that "the soul/spirit is non-
material substance which has the properties of knowledge, perception, bliss and 
energy' (Mardia, 1996, p.10). 
Jitatmananda (1991) stated that current literature encompassed and integrated 
the theoretical foundations of modern quantum mechanics and particle physics 
and postulated spirit as the fifth dimension of science, the first four being length, 
breadth, height, and time. 
2.3.6.2 Spirituality 
Scholars have arrived at various definitions of spirituality. Benner (1989) de-
fined spirituality as "The human response to God's gracious call to a relationship 
with himself." Elkins, Hedstrom, Hughes, Leaf & Saunders (1988) suggested that 
spirituality was "A way of being and experiencing that comes from an awareness 
of a transcendent dimension and that is characterised by certain identifiable values 
in regard to self, life and whatever one considers to be the ultimate." 
Shafranske & Gorusch (1984) defined spirituality as "A transcendent dimen-
sion human experience ... discovered in moments in which the individual ques-
tions the meaning of personal existence and attempts to place the self within a 
broader ontological context." Vaughan (1991) said that spirituality was "A subjec- 
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tive experience of the sacred." And finally, Pargarrment (1997) defined spirituality 
as "a search for the sacred." 
Maharishi Mahesh Yogi (1967) alluded to the transcendent and sacred dimen-
sion as the spirit. Therefore, a definition of spirituality was suggested as "a state of 
being wherein the individual has searches for and thereafter experiences the pres-
ence of the spirit within." This definition is echoed by Chakraborty & Chakraborty 
(2008) who stated that "Spirituality is a state for subjective realisation." They also 
argued that the unitary experience of spirituality was singular and universal in na-
ture and concluded that "Spirituality is not a field for objective research." 
While the end state or being of spirituality is subjective, the process or the be-
coming is objectively researchable. It is due to the latter that scholars have devel-
oped taxonomies to better understand the varieties and hierarchy of spirituality. 
Krishnakumar & Neck (2002) divided spirituality into three categories a) the in-
trinsic origin view, b) the religious view, and c) the existentialist view. Heaton, 
Schmidt-Wilk & Travis (2004) categorised spirituality into pure spirituality and 
applied spirituality. Pure spirituality and the intrinsic origin view were conceptu-
ally similar and referred to "being" whereas the religious view and the existential-
ist view referred to "becoming." 
2.3.6.3 Spirituality at the Workplace 
Spirituality is manifested in the workplace, in organisations and in business 
through multiple characteristics. Braud ( 2009) cites an unpublished doctoral dis-
sertation by McCulloch (2006) who analysed the most frequently mentioned fea-
tures of spirituality in the workplace to include (a) transcendence: the sense of con-
tributing to or being connected with something larger than oneself ; (b) the impor-
tance of seeing one's work or organisation as serving others; (c) the need to feel a 
connection with others; (d) the sense of meaning, satisfaction, fulfilment, and pur-
pose; (e) spiritual well- being or wellness: the sense that one's work environment 
is supportive of one's spiritual values; (f) bringing one's whole self to work; (g) 
personal development of one's full potential; and (h) direct linkages to values such 
as ethics, hope, honesty, and forgiveness. 
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Stanczak & Miller (2002) commented that the manifestation of spirituality in 
management and business practices were employee centred management, optimal 
human development, a working culture of high integrity, creating trust, faith, jus-
tice, respect, and love and meeting both the economic and personal needs of em-
ployees. 
2.3.6.4 Spiritual Leadership 
Fry (2003) defined spiritual leadership as the leadership demonstrated by a 
spiritual individual at the helm of the team, department, or organisation and com-
prised of values, attitudes, and behaviours that were necessary to intrinsically mo-
tivate one self and the followers. Fry (2003) proposed that hope and faith in the 
organization's vision kept followers forward to the future and provided the desire 
and positive expectation that fuelled effort through intrinsic motivation. Unstated 
explicitly though implied was the need and call for leaders to be spiritual. Biswas 
& Biswas (2007) in their empirical study found that individuals with higher degree 
of spirituality would be guided by more of intrinsic motivation to act and would 
have a higher level of learning goal orientation and performance goal orientation. 
Also Caccioppe (2000) argued that leaders had a central role in integrating 
spirituality with work and instilling a sense of spiritual realm at the individual, 
team, and organisational level. It is then that the workplace will be characterised by 
meaningful work and a sense of community. Geh & Tan (2009) stated that leader-
ship played a crucial role in the facilitating both top-down and bottom-up construc-
tion of spirituality in organisations. 
2.3.6.5 Quantitative Assessment Approaches to Spirituality 
An obvious first step to study workplace spirituality of which spiritual leader-
ship is a sub-set is to use standard assessment instruments. This approach is famil-
iar to researchers and it has a proven track record. The approach could be used for 
descriptive research (Braud, 2009) to learn about the presence, absence, relative 
degrees of, and forms of various spiritual characteristics in the members and parts 
of an organisation. Some of key and frequently used assessments of spirituality are 
summarised. 
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• Egocentric Grasping Orientation Inventory (EGO; Knoblauch & Falconer, 
1986) is a 20-item self-report scale of tendency towards ego grasping, ego-
striving, attempting to make things positive while striving to eliminate 
negative aspects of human experience. 
• Expressions of Spirituality Inventory (ESI; MacDonald 2000) is a 98-item 
test to assess five dimensions of spirituality. The dimensions consist of the 
following: (a) cognitive orientation towards spirituality (spiritual beliefs 
and perceptions); (b) experiential / phenomenological dimensions (spiritual 
experience); (c) existential well being; (d) paranormal beliefs; and (e) re-
ligiousness. 
• Index of Core Spiritual Experience (INSPIRIT; Kass, Friedman, Leserman, 
Zuttermeister, & Benson 1991) is a 19-item self report scale of the degree 
to which one's beliefs and experiences of a higher power and one's relation 
to that power and indications of transpersonal experiences. 
• Spiritual Assessment Inventory (SAI; Hall & Edwards, 1996) is a 43-item 
assessment in 5-point rating scale format developed for pastoral counsel-
lors and others with religious clients. 5 factors are identified: (a) aware-
ness; (b) instability; (c) grandiosity; (d) realistic acceptance; (e) and defen-
siveness/disappointment. 
+ Spiritual Orientation Inventory (SOI; Elkins et al., 1988) is an 85-item as-
sessment of humanistic spirituality containing nine sub-scales ; (a) tran-
scendent dimension; (b) meaning and purpose; (c) mission in life; (d) sa-
credness of life; (e) material values; (I) altruism; (g) idealism; (h) aware-
ness of the tragic; (i) and fruits of spirituality on a 5-point Likert scale for-
mat. 
• Spiritual Perspective Scale (SPS; Reed, 1987) is a 10-item self report scale 
of the saliency of spiritual beliefs and behaviours in many different aspects 
of the participants life; 6 point Likert scale format-and this scale was de-
veloped primarily for assessing the elderly in a nursing environment. 
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• Spiritual Well Being Scale (SWB; Ellison, 1983) was developed as a gen- 
eral indicator of the subjective state of well being. The SWB provides an 
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overall measure of the perceived spiritual quality of life in two senses: reli- 
gious and existential. It consists of 20 items on a 7 point Likert scale. 
• Spiritual Transcendence Scale (STS; Peidmont, 1999) is a 23-item scale 
that was developed to assess how one's spirituality served as motivation 
force.There are 3 subscales: (a) universality; (b) prayer fulfilment; (c) and 
connectedness. 
2.3.6.6 Spiritual Transcendence 
Radhakrishnan (1958) stated that "Progressive self-enlargement has been the 
impulse of nature... the cosmic destiny of man is the realisation of immortal aspi-
ration through this mortal frame." Piedmont (1999) stated that "Spiritual Tran-
scendence refers to the capacity of individuals to stand outside of their immediate 
sense of time and place to view life from a larger, more objective perspective. This 
transcendent perspective is one in which a person sees a fundamental unity under-
lying the diverse striving of nature and finds a bonding that cannot be severed even 
by death." 
Piedmont (1999) had conceptualized a Spiritual Transcendence scale whose 
facet dimensions were based readings from the holy scriptures of various religions 
and focus group discussions among religious scholars. In the study Piedmont 
(1999) reported the development of the scale, its validation as a measure independ-
ent from the five-factors of personality and predictive of a wide range of psycho-
logically salient outcomes. The facet dimensions were Prayer Fulfilment, Univer-
sality, and Connectedness. Piedmont (1999) argued that Spiritual Transcendence 
represented a broad-based motivational domain of comparable breadth to those of 
the constructs contained in five-factor model of personality and ought to be con-
sidered a potential sixth major dimension of personality. 
2.3.6.6.1 Prayer Fulfilment 
This facet was conceptualised as the ability to create personal space that en-
abled one to feel positive connections to a larger reality. It was also an experienced 
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feeling of joy and contentment that resulted from prayer. Prayer provided a sense 
of personal strength. 
2.3.6.6.2 Universality 
This facet was conceptualised as the belief in a larger meaning and purpose in 
life and a feeling that all life was interconnected and a sense of shared responsibil-
ity of one creature to the other. 
2.3.6.6.3 Connectedness 
This facet of Spiritual Transcendence was conceptualised as the feelings of be-
longing and responsibility to a larger human reality that cut across generations and 
groups. 
2.4 The Consequences of the Construct 
Empirical studies were undertaken relating Transformational Leadership to 
organisational citizenship behaviour (Podsakpoff, MacKenzie, Moorman, & Fetter, 
1990); job performance (Yamamarino, Spangler & Bass, 2002); innovation (Jung, 
Chow & Wu, 2003); and learning goal orientation and expectations of career suc-
cess (Sosik, Godshalk & Yamamarino, 2004). Other studies linking Transforma-
tional Leadership with gender (Druksat, 1994) and adolescence (Zacharatosa, Bar-
ling & Kelloway, 2000) were also conducted. 
A meta-analysis conducted by Lowe, Kroeck & Sivasubramanium (1996) sug-
gested that Transforinaiional Leadership behaviours were related to subjective and 
objective measures of Leadership Effectiveness and that this relationship general-
ised across the type of organisation (public and private) as well as level of leader 
(higher or lower). Another meta-analysis by Fuller et al. (1996) showed that Trans-
formational Leadership correlated with Leadership Effectiveness. 
There have been criticisms as well (Beyer, 1999; Bryman, 1993; Yukl, 1999). 
Some of the conceptual weaknesses of the full range leadership theory were identi-
fied as insufficient description of explanatory processes, insufficient specification 
of situational variables, and a narrow focus on dyadic relationships. Nevertheless, 
the key propositions of the Full Range Leadership Theory (FRLT) particularly re- 
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lated to Transformational Leadership were supported by empirical evidence. The 
theory appeared to be an important contribution to the understanding of leadership 
processes. 
2.5 Empirical Research on Personality Traits, Leadership Styles 
and Leadership Effectiveness 
Terman's (1904) study is perhaps the earliest study on trait theory of leader-
ship. Some of the earliest studies on Traits were by Kohs & Irle (1920); Bowdin 
(1926); and Cowley (1931). In reviews of the trait literature, Gibb (1947), Jenkins 
(1947) and Stodgill (1948) identified several studies in which traits were associated 
with measures of leader effectiveness with correlations as high as 0.50. 
Stodgill's (1948) first review analyzed 124 traits in studies that were conducted 
between 1940 and 1947. His results showed that the average individual in the lea-
dership role was different from an average group member in the following ways: 
(a) intelligence; (b) alertness; (c) insight;(d) responsibility; (e) initiative; (f) assis-
tance; (g) self-confidence; (h) and sociability. His study also indicated that leaders 
in one situation might not necessarily be leaders in another situation. 
Zaccaro, Foti, & Kenny (1991, p.308) noted, "Trait explanations of leader 
emergence are generally regarded with little esteem by leadership theorists." The 
original source of skepticism with the trait approach was often'attributed to the in-
fluential review of Stodgill (1948). Although Stodgill did find some consistent re-
lations he concluded, `The findings suggest leadership is not a matter of passive 
status or of the mere possession of some combination of traits" (Stodgill, 1948, 
p-66). 
Stodgill's (1974) second review analyzed 163 new traits. This review identified 
ten traits associated with leadership viz. (a) drive for responsibility and task com-
pletion; (b) vigor and persistence in pursuit of goals; (c) venturesomeness and ori-
ginality in problem solving; (d) drive to exercise initiative in social situations; (e) 
self confidence and sense of personal identity; (f) willingness to accept conse-
quences of decisions and actions; (g) readiness to observe interpersonal stress; (h) 
willingness to tolerate frustration and delay; (i) ability to influence other person's 
behavior; (j) and capacity to structure social interaction systems to the purpose at 
r 
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hand. The second review argued more moderately that both personality and situa-
tional factors were determinants of leadership. 
Mann (1959) conducted review that examined 1400 findings regarding perso-
nality and leadership in small groups. Lord et al. (1986) re-assessed the data of 
Mann (1959) using meta-analysis. Another review on leadership trait theory was 
by Kirkpatric & Locke (1991). Northouse (1997) provided a summary of the traits 
and characteristics that were identified by some of the researchers from the trait 
approach. These studies illustrated the breadth of traits related to leadership. 
McClelland (1975) and McClelland & Burnham (2003) studied a number of 
individuals in various large U.S. corporations who were participating in manage-
ment workshops to measure their motivation. They found that managers fall into 
three motivational groups. Those in the first group, affilliative managers needed to 
be liked more than they needed to get things done. Their decisions were aimed at 
increasing their own popularity rather than promoting the goals of the organization. 
Managers motivated by the need to achieve, the second group, were not worried 
about what people thought of them. They focused on setting goals and reaching 
them but they put their own achievement and recognition first. Those in the third 
group, institutional managers, were interested above all in power. People in this 
third group were the most effective and their direct reports had a greater sense of 
responsibility, saw organizational goals more clearly, and exhibited more team spi-
ri t. 
Bray & Howard (1983) reported findings with AT&T executives. Those perso-
nality traits that best predicted managerial advancement were (a) the desire for ad-
vancement; (b) energy and activity levels and the readiness to make decisions 
(surgency); (c) resistance to stress and tolerance for uncertainty (Emotional Stabili-
ty); (d) inner work standards (Conscientiousness); (e) and range of interests (intel-
lect).(Bray, Campbell & Grant, 1974; Bray & Howard, 1983;Howard & 
Bray, 1990). 
Bentz (1985, 1987, 1990) reported similar findings from his research on execu-
tive selection at Sears. Using the Guilford-Martin Personality Inventory, Bentz 
(1985,1990) noted that executives promoted to the highest level at Sears were arti- 
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culate and active (Surgency), independent, self confident & emotionally balanced 
(Emotional Stability), and hard working and responsible (Conscientiousness). The 
median multiple correlations between these dimensions and sub-ordinates' ratings 
of operating efficiency, personalrelations, satisfaction, financial rewards and job 
conditions were r = 0.50. Bentz (1985) reported comparable multiple correlations 
between these personality factors and leaders' compensation, immediate and 
second level superiors' ratings and rankings, and peer groups rating of effective-
ness over a 21-year period. 
Researchers often explore questions such as whether leaders are born or made 
or whether personality comes from heritability or from environment. Tellegen et al. 
(1988) studied the personality profiles of twins reared apart and together. The find-
ings indicated that personality factors due `heritability' ranged from 0.39 to 0.58. 
Consistent with previous reports, but contrary to widely held beliefs, the overall 
contribution of a common family environment component was small and negligi-
ble for all but 2 out of 14 personality measures. 
Davis-Blake & Peeffer (1989) argued that dispositions (personality characteris-
tics, attitudes, needs, and motives) account for negligible amount of variance in the 
behavior of individuals in organizations. 
However, House, Shane, & Harold (1996) based on a review of studies of dif-
ferent populations in various settings and the different assessment of dispositions 
concluded that the evidence presented a compelling argument for incorporating 
dispositional theory into explanation of behavior in organizations. 
Sparks (1990) at the Exxon Corporation conducted a comprehensive, long-term 
set of studies to predict managerial effectiveness. The initial study of 443 managers 
utilized a number of predictors including Guilford-Zimmerman Temperament Sur-
vey (GZTS) as well as several measures of general intelligence. The multiple cor-
relations between all predictors and success index ( a weighted index of managerial 
success involving final position was obtained, salary and rated managerial effec-
tiveness by supervisors with age and tenure statistically controlled) was 0.70 in the 
initial study. Although the correlation shrank to 0.47 in subsequent studies, much 
of the shrinkage was experienced by situational factors in the Exxon workplace. 
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Zaccaro, Foti & Kerry (1991) conducted an experiment with 108 students to 
investigate self-monitoring and trait-based variance in leadership. The sampled 
students completed a self-monitoring scale and four group tasks while interacting 
with different people on each task. Tasks required use of different styles-initiating 
structure, consideration, persuasion or production emphasis. After each task, group 
members rated each other on perceived leadership and on four scales correspond-
ing to the aforementioned leader styles. Results indicated that 59% of the variance 
in leadership emergence was trait based; for two of the four tasks, leader rankings 
were significantly correlated with task-relevant behavior; both with average leader 
rankings and with task-relevant behaviors on two of the tasks. These findings sug- 
gested that trait-based variance in leadership may be due to social perceptiveness 
and response flexibility. 
House, Spangler & Wocke (1991) studied U.S. Presidents to test a general 
model of Leader Effectiveness that included leader Personality Characteristics, 
charisma, crises, age of the institution headed by the leader, and Leader Effective-
ness. The study demonstrated that Personality and charisma do make a difference. 
House & Howell (1992) reviewed prior theory and empirical evidence relevant 
to the personality characteristics that differentiate charismatic leaders from non-
charismatic leaders. They concluded that charismatic leaders in present day com-
plex organizations fit the stereotypical image of supportive, sensitive, nurturing, 
and considerate leaders such as Mahatma Gandhi or Nelson Mandela, rather than 
the traditional stereotype of aggressive, demanding, dominant, and critical leaders 
such as Jim Jones or Field Marshall George Montgomery. In a review of research 
relevant to four traits that theoretically differentiated personalized (self-
aggrandizing, non-egalitarian, and exploitive) charismatic leaders from socialized 
(collectively oriented, egalitarian, and non-exploitive) charismatic leaders; it was 
concluded that the personality traits of the need for power, power inhibition, Ma-
chiavellianism, authoritarianism, narcissism, self esteem and locus of control were 
traits that were likely to differentiate personalized from socialized charismatic 
leaders. 
Kalma, Visser & Peeters (1993) studied the impact of sociable and aggressive 
dominance in leadership situations as well as social situations. In an emergent lea- 
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dership situation, persons who had a high score on either scale or both scales were 
dominant according to an external criterion. However, in social interactions these 
persons attained their goals in a different way. In addition, the higher a person's 
score on sociable dominance, the higher this person was rated by peers on task lea-
dership. In contrast, the higher a person's score on aggressive dominance, the lower 
this person was rated on socio-emotional leadership. A high scorer on sociable 
dominance expected to be the center of social activity and attention, and generally 
reported better social relationships than persons who have a high score on aggres-
sive dominance. These results were supported by observations of non-verbal beha-
vior, which indicated that sociably dominant and aggressively dominant persons 
differ in the extent to which they verbalize, look at other persons, and receive at-
tention from peers. The types also differ in their need to dominate others, in self-
aggrandizing tendencies, and in their tolerance of uncertainty. Both types seemed 
to have characteristics that helped, as well as others that hindered them in being 
successful leaders. 
Hogan, Curphy & Hogan (1994) observed that a number of studies showed that 
certain personality dimensions were consistently related to rated leadership effec-
tiveness. The first evidence came from StodgiIl's (1974) review when he found 
that (a) Surgency (dominance, assertiveness, energy or activity level, speech fluen-
cy, sociability and social participation); (b) Emotional Stability (adjustment, emo-
tional balance, independence and self-confidence); (d) Conscientiousness (respon-
sibility, achievement, initiative, personal integrity and ethical conduct); (e) and 
Agreeableness (friendliness, social manners and support) were positively related to 
rated Leader Effectiveness. 
House & Aditya (1997) reviewed the history of the social scientific study of 
leadership. As far as the trait research is concerned, they analyzed problems with 
the early trait paradigm, revival of trait theory and recent trait perspectives. While 
summarizing the findings from trait research they offered three comments. First, 
there appeared to be a number of traits that consistently differentiated leaders from 
others. These were physical energy; intelligence greater than the average intelli-
gence of followers led (Simonton, 1994; Stodgill, 1974); pro-social influence mo-
tivation (House & Baetz, 1979); adjustment; flexibility; self-confidence; and 
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achievement motivation. Second, the effects of Personality Traits on Leader beha-
vior and Leader Effectiveness were enhanced to a great extent by the relevance of 
the traits to the situation in which leader functioned. Third, traits had a stronger 
influence on leader behavior when the situational characteristics permitted the ex-
pression of individual dispositions. 
Antonioni (1998) studied the relationship between the Big-Five personality 
factors and conflict management among 357 students and 110 managers. The key 
results indicated that Extraversion, Conscientiousness, Openness to Experience 
and Agreeableness had a positive relationship with dominating while Agreeable-
ness and Neuroticisin had a negative relationship with dominating. Extraversion, 
Openness to Experience and Conscientiousness had a negative relationship with 
avoiding while Agreeableness and Neuroticism had a positive relationship with 
avoiding. 
Goleman (199511998) in his researched nearly 200 large global companies and 
found that while the qualities traditionally associated with leadership such as intel-
ligence, toughness, determination, and vision were required for success, they were 
insufficient to predict success and effectiveness of leaders. Truly effective leaders 
were also distinguished by a high degree of emotional intelligence, which included 
self-awareness, self-regulation, motivation, empathy, and social skill. 
Tierney, Farmer & Graen (1999) collected data from 191 R & D employees of 
a large chemical company to test a multi-domain interactionist creativity model of 
employee characteristics, leader characteristics, and Leader-Member Exchange 
(LMX). Results suggested that employee intrinsic motivation and cognitive style, 
LMX, the interactions between employee intrinsic motivation and leader intrinsic 
motivations, and between LMX and employee cognitive style related to employee 
creative performance. 
Hartman (1999) studied the Leadership Effectiveness among 46 individuals (32 
men and 14 women) mostly at the senior management level (directors and vice-
presidents). Sixteen Personality Factor Questionnaire (1 6PF) and Leadership Prac-
tices Inventory (LPI) were used in the study. The result of the study was in order to 
be effective a leader must be warm, outgoing, kind, and trustworthy. 
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Jeffrey (1999) studied the relative importance of Personality, self-monitoring, 
cognitive ability, experience, and motives as valid predictors of organizational out-
comes (job performance and performance evaluations). Data was collected from 
2,015 cadets participating in U.S. Army's evaluative assessment center (called ad-
vanced camp).This camp was used to make personnel selection decisions for soon-
to-be commissioned officers. Results demonstrated that self-monitoring and other-
directedness were negatively related to cadet leadership evaluations (CBS) and that 
self-esteem was a moderator of other-directedness and CBS. Moreover, self-
monitoring extraversion, sociability and ambition (measures of extraversion), cog-
nitive ability, military experience and power and affiliation were positively related 
to CES. 
Fairly (1999) conducted empirical research to examine human typology and its 
relationship to Leadership Styles and Effectiveness among army and civil service 
middle-level leaders. The independent variables were dichotomous dimensions, 
decision-making preferences, temperament, psychological type, leadership style, 
and gender; whereas the dependent variable was Leadership Effectiveness. The 
sample was drawn from a worldwide population consisting of primarily Cauca-
sians, Blacks, and Hispanics aged between 30 to 55 years. The study concluded 
that certain typologies had greater leadership effectiveness whereas other typolo-
gies had lower leadership effectiveness. Leaders with the introverted-sensing-
feeling perspective or the extraverted-sensing-feeling perspective psychological 
type provided the greatest leadership effectiveness regardless of gender whereas 
middle-level leaders with the introverted-sensing-thinking-judging and extra-
verted-sensing-thinking-judging psychological types provided the lowest Leader-
ship Effectiveness regardless of gender. 
Connelly, Gilbert, Zaccaro, ThrelfaIl, Marks, & Murnford (2000) examined the 
criterion-related validity of constructed response measures of complex problem-
solving skills, social judgment skills, and leader knowledge with respect to two 
criteria of leader effectiveness viz, leader achievement and quality of solutions to 
ill-defined leadership problems. Core aspects of the leader capabilities model were 
tested using these measures in a series of hierarchical regression analyses. Results 
indicated that constructed response measures of key leader capabilities accounted 
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for variance in Leader Effectiveness and provided initial validation evidence for a 
central part of the theoretical model. The problem solving, social judgment, and 
knowledge measures accounted for significant variance in leadership criteria 
beyond that accounted for by cognitive abilities, motivations, and personality. Ini-
tial evidence also suggested that complex problem-solving skills, social judgment, 
and leader knowledge partially mediated the relationship of cognitive abilities, mo-
tivation, and personality to Leader Effectiveness. 
Muresnsky (2000) investigated the relationships between Personality Charac-
teristics, the competencies of emotional intelligence, cognitive abilities, and the 
attainment of strategic organizational goals by managers in higher-level leadership 
positions. For this study, NBO personality inventory, Emotional Competence In-
ventory (ECI), Watson-Glaser Critical Thinking Appraisal (WGCTA) and Ba-
lanced Scorecard were used. Results suggested that Emotional Intelligence was 
independent of the cognitive abilities of critical thinking and overlapped with the 
Big-Five personality domains. The ECI had strong overlap in most of its dimen-
sions and therefore contributed only a minimal amount of variance above the 
NEO-PI in predicting organizational performance measured by the Balanced Sco-
recard. The cognitive competencies of critical thinking were not found to be related 
to any of the four scorecard performance perspectives. Some Personality °Traits 
(altruism, feelings, and straightforwardness) were significantly but negatively re-
lated to the managers score card performance. 
Lindley & Borgen (2000) studied the relationship between the personal style 
scales on the Strong Interest Inventory and the Big-Five factors of Personality as 
measured by marker-scales. The participants of the study were two separate groups 
of 740 and 321 undergraduate students. It was predicted that (a) Extraversion 
would correlate positively with all four personal style scales and most strongly 
with leadership style; (b) Neurotrcrsm would relate slightly negatively to Leader-
ship Style and risk taking/adventure; (c) Agreeableness would relate to work style; 
(d) and both Conscientiousness and Openness to Experience would relate to learn-
ing environment. In this study, evidence for strong relations between the Personal 
Style scales and Big-Five factors of Personality were observed; the hypotheses 
were generally supported. 
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Chan, Rounds & Drasgow (2000) used multidimensional scales to examine the 
relation between vocational interests as conceptualized by J.L.Holland's Hexagonal 
Model and a newly proposed individual differences construct called the Motivation 
to Lead ( MTL). 285 college students completed a questionnaire booklet (Big-Five 
Personality measure, Motivation to Lead measure, Individualism-Collectivism 
measure and the Act Interest Inventory). The findings supported the hypothesis 
that the MTL construct while correlated with certain interest -domains (social and 
enterprising) was orthogonal to Holland's Hexagonal Model of Interests. 
Brown (2000) studied the correlation measures of Personality to ratings of ob-
served Leadership behavior using the data from the archives of a professional con-
sulting firm. The participants were 182 senior executives from Silicon Valley high 
technology companies. Personality was measured using the Jackson Personality 
Inventory-Revised (JPI-R). The Leadership Competencies 360 Degree Rating 
Form (LC 360) was used to rate Leadership behavior. Results indicated that there 
was a relationship between Personality traits and Leadership behavior. The results 
showed a difference by gender. Male senior executives displayed different range of 
attributes than female senior executives and were more positively rated for it. 
Dhanens (2000) studied the impact of Personality and culture on participatory 
leadership behavior using a sample of 68 leaders from six different organizations. 
One of the hypotheses tested was that leaders who trust their employees were sen-
sitive to their needs and feelings and were patient and created a sense of belonging, 
would tend to be rated higher in participatory leadership than those who were low 
in these personality characteristics. The results found support for a statistically sig-
nificant relationship (r= 0.50, p< 0.05) between department culture and participato-
ry Ieadership behavior. No support was found for a relationship between leader 
Personality and participatory Leadership behavior. 
Najar (2000) investigated the relationships between Personality, resource pow-
er, and Leadership Effectiveness. The participants of the study were,24 leaders in a 
small truck company and 107 corporals in a state police force. Certain dimensions 
of Personality were positively correlated with the measures of Leadership Effec-
tiveness. There existed a negligible relationship between the resource power and 
the measure of Leadership Effectiveness. 
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Kickul & Neumann (2000) investigated the function of Personality and cogni-
tive ability in emergent Leadership behaviors and their relationships to teamwork 
processes and outcomes. The participants of the study were 320 undergraduate 
psychology students. Results revealed that Extraversion, Openness to Experience 
and cognitive ability were predictive of emergent Leadership behaviors. Conscien-
tiousness and cognitive ability were associated with team performance. 
Ciarrochi, Chan, & Caputi (2000) critically evaluated the Emotional Intelli-
gence (El) Construct (the ability to perceive, understand, and manage emotions) as 
measured by the multi-factor Emotional Intelligence Scale. Analyses revealed that 
El was not related to Intelligence Quotient (IQ) but was related, as expected,. to 
specific personality measures (empathy) and to other criterion measures (life satis-
faction) even after controlling for IQ and Personality Traits. 
Drawing on two years of research, Goleman, Boyatzis & Mckee (2001) con-
tended that the leader's mood and his or her attendant behaviors had enormous ef-
fects on bottom line performance. Moods were quite literally contagious. A cranky 
and ruthless boss created a toxic organization of negative under achievers; an up-
beat and inspirational leader spawns acolytes for whom any challenge was sur-
mountable. In addition, the final link in the chain was performance viz, profit and 
loss. 
To lead successfully, Pagonis (2001) argued that a person must demonstrate 
expertise and empathy, which could be systematically learned. Firstly, leadership 
was built by serving. Secondly, when leaders truly served and subordinated their 
private welfare to that of all others their authority often became unquestionable. 
Silverthorne (2001) studied samples of effective and not effective leaders in the 
U.S.A. the Republic of China (Taiwan) and Thailand. The results for the U.S.A 
sample showed on the Big-Five model of Personality Traits, effective leaders to be 
more Emotionally Stable, more Extraverted, more Open to Experience, more 
Agreeable and more Conscientious than leaders who seemed as not effective. The 
results from Republic of China (Taiwan) indicated that the effective and not effec-
tive leaders differed on their responses to the Neuroticisnl, Extraversion, Agreea-
bleness, and Conscientiousness scales but not to the Openness to Experience scale. 
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In case of Thailand sample, only effective and not effective leaders differed only 
on two scales: Neuroticisin and Extraversion. However, effective managers dif-
fered from less effective ones in describing themselves as more Extraverted, more 
Agreeable, more Conscientious, and less Neurotic in all the three cultures studied 
and that US managers (but not Chinese and Thai) also described themselves as 
more Open to Experience. In general, the results raised questions about the consis-
tency of the five-factor model of personality when related to leadership and its use-
fulness in non-western cultures. 
Stewart (2001) studied the relationship between traits from Five-Factor Model 
(FFM) of Personality to Emergent Leadership. 160 men were assigned to four-
person groups and engaged in a leaderless group discussion task (LGD). Results 
indicated that Extraversion and Openness to Experience positively predicted emer-
gent leadership while Neuroticism showed a negative relation. 
Lohrmeyer (2001) studied the relationship between Personality Types and the 
Leadership Styles of Idaho Certified Professional Technical educators. Keirsey-
Bates Temperament Sorter established the Personality Type and the Leadership 
Effectiveness and Adaptability Description .(LEAD-self) determined Leadership 
Styles. The results indicated no significant difference between Personality Type 
and Leadership Style. However, when Personality Type was divided into the four 
basic subsets of Keirsey-Bates Temperament Sorter ( IntrovertiExtravert, Intui-
tion/Sensation,  Feeling /Thinking, and Perceiving/ Judging ) the analysis revealed 
significant differences between Leadership Styles and IntrovertiExtravert and Feel-
ing/Judging Personality Types. 
Paunonen & Ashton (2001) compared the Big-Five factors of Personality with 
the Facets or Traits of personality that constitute those factors on their ability to 
predict 40 behavior criteria. The Big-Five factors of personality account for a sub-
stantial amount of the variation in human behavior. However, there was also relia-
ble personality-based variation in behavior that was not accounted for by the Big-
Five. The results of this and other studies amply supported the researcher's conclu-
sion that those sources of non-Big-Five personality variance could and should be 
used for the purpose of reducing error in behavior prediction and increasing accu-
racy in behavior explanation. 
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Chan & Drasgow (2001) presented a broad, integrative theoretical framework 
for understanding the relationship between individual differences and various lead-
er behaviors and proposed a new individual differences construct called the moti-
vation to lead (MTL). MTL was shown to provide incremental validity over other 
predictors such as general cognitive ability, values, personality, and attitudes in the 
prediction of two behavioral measures of leadership potential. 
A qualitative and quantitative review on personality and leadership was by 
Judge, Erez, Bono, & Thoresen (2002). One of the biggest problems in past re-
search on leadership traits studies was the lack of a structure in describing perso-
nality, leading to a wide range of traits being investigated under different labels. 
Judge et al. (2002) used the Five-Factor model as an organizing framework and 
meta-analyzed 222 correlations from 73 samples. Overall, the correlations with 
leadership were Neuroticism = -0.24, Extraversion = 0.31, Openness to Experience 
= 0.24, Agreeableness = 0.08, and Conscientiousness = 0.28. Overall, five-factor 
model had a multiple correlation of 0.48 with leadership indicating strong support 
for the leader trait perspective when traits are organized according to the Five-
Factor model. 
Bradley, Nicol, Charbonneau, & Mayer (2002)'investigated the relationships 
between Personality and leadership development in a sample of 174 Canadian mil-
itary officer candidates. Self-ratings of Personality obtained at recruitment stage 
predicted leadership performance and perceptions of Leadership Styles, which 
were examined four years later. Dominance, energy level, and internal control pre-
dicted some leadership criteria, with dominance predicting the most of the others. 
McCormack & Mellor (2002) investigated the relation between the Five-Factor 
Model (FFM) of Personality Traits and Leadership Effectiveness. 99 Australian 
Army Commissioned Officers completed the NEO Personality Inventory Revised 
and were rated by their superior officer on the Australian Army Annual Leadership 
Effectiveness Evaluation Schedule. The results supported the utility of the FFM in 
exploring the role of Personality in Leadership effectiveness among military lead-
ers. 
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Rubin, Bartels & Bommer's (2002) study hypothesized that perceived intellec-
rual competence would mediate the emergent leadership process. Undergraduate 
business students (N=347) from a large mid-western university participated in an 
academic assessment center. Findings demonstrated that the perception of intellec-
tual competence might be an important mechanism for leadership attainment in 
small groups. 
13artone, Snook, & Tremble Jr. (2002) studied the U.S. Military Academy ca-
dets to test the influence of cognitive and Personality Variables on military Lea-
dership Performance over a four year period. A moderately stable cross-validated 
model revealed cognitive factors (college entrance scores, social judgment skills, 
and logical reasoning) and Personality Factors (Agreeableness and Conscientious-
ness) contributed to later leader performance. 
Peterson, Smith, Martorana, & Owens (2003) using five-factor model of perso-
nality studied 17 CEOs and their top management team (TMT). Results established 
strong linkage between CEO personality and TMT group dynamics and between 
TMT group dynamics and organizational performance. Canonical correlation be-
tween the two sets of personality and TMT variables was 0.81 which suggested a 
strong relationship. 
Prati, Douglas, Ferris, Ammeter, & Buckly (2003) proposed a model of leader-
team effectiveness that concentrated on the idea that emotional intelligence had 
great deal of influence in team relationships (leader-member relations and mem-
ber-member relations). Antonakis (2003) questioned whether the first claim in this 
article, that emotional intelligence is critical for effective team leadership, was jus-
tified. He presented six questions that illuminated his reservations. In response, 
Prati et al. (2003) attempted to answer his reservations by clarifying and explaining 
the reasoning behind this claim. 
Clark (2003) investigated the use of Temperament and Character Inventory 
(TCI) instrument for leadership development through continuous improvement. 
This study demonstrated that the TCI and the methods used in the study could be 
useful for leadership development to those committed to professional and personal 
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growth by using character assessment as part of a personal continuous improve-
ment program. 
Kwong & Cheung (2003) stated that recent research has shown that the contex-
tual domain of job performance could be divided into an interpersonal and personal 
facet. They studied 187 supervisory-level employees in the Chinese context. The 
results extended previous research findings that Personality Variables were valid 
predictors of the contextual domain of job performance and demonstrated that the 
same personality variable differed in levels of predictive validity depending on the 
foci of the contextual behaviors. 
Maccoby (2004) brought out the incredible pros and the inevitable cons of nar-
cissistic leaders. Many business leaders had what psychologists called a narcissis-
tic personality. Narcissists were emotionally isolated and highly distrustful. They 
were usually poor listeners and lacked empathy. 
Byrne (2004) studied the role of emotional intelligence in predicting leadership 
with a sample of 325 subjects in graduate business course. A set of self-assessment 
instruments including the Emotional Competency Inventory (ECI), the NEO-FFI, 
and a demographic questionnaire were administered to study participants. Meas-
ures of leadership included peer nominations in a Leaderless Group Discussion 
(LGD), co-worker assessment of management skills, expert evaluation of behavior 
in the LGD and the number of promotions corrected for age. Confirmatory factor 
analysis results suggested that the ECI measured a set of factors that were distinct 
from personality variables. Results also showed that the ECI was predictive of lea-
dership and related work behavior and explained significant variance in perfor-
mance after age and personality variables were controlled. 
Smith (2004) studied personality profiles and conflict management styles of 
1,532 pastors in East Texas and the results indicated that pastors who were "do-
minance" in personality tend to have a "persuade conflict management style". Pas-
tors who had an "influencing" personality tended towards a collaborate style of 
conflict management. Pastors with "steadiness" in their personality tended toward 
a collaborative style of conflict management. Lastly those pastors with "com-
pliance" in personality tended to have a persuade conflict management style. 
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Johnson, Ronald Charles (2004) studied the relationships between cognitive 
styles of creativity and personality types of military leaders. The findings demon-
strated that statistically significant relationships existed between Kirton's Adaption 
Innovation Creativity Style and the Myers-Briggs Type Indicator (MBTI) of intui-
tion and perception. Additionally a relationship was found for the Kirton's Adap-
tion Innovation score for innovation and the MBTI preference for extraversion. 
Because of this study, one could argue that styles of creativity coupled with an in-
dividual's personality type were both relevant factors while examining military 
leadership. 
Kachik (2004) examined the personalities of leaders in community colleges 
and corporate businesses and person-environment fit of those leaders according to 
Holland's theory. Findings included : (a) a majority of Occupational Personality 
Questionnaires (OPQ) characteristics displayed differences for combinations of 
managerial environment and gender and there were more differences between the 
managerial environments than between genders; (b) the reduction of OPQ scales 
resembled FFM; (c) of the five factors only Conscientiousness was not different 
between the study groups; (d) associations for 16 OPQ characteristics were cor-
rectly predicted according to Holland's theory; and (e) four of the five factors, ex-
cluding Extraversion had higher odds of scoring in the high range for community 
college and administrators compared to corporate managers. 
Llies, Gerhardt & Le (2004) investigated the extent to which difference in the 
likelihood of emerging as Ieaders were explained by genetic differences between 
individuals. Results indicated that genetic effects that were mediated by intelli-
gence and the Big-Five Personality traits explained approximately 17% of the va-
riance in the latent construct of Leadership Emergence. 
Smith & Canger (2004) studied the relationship with five-factor model of Per-
sonality of supervisors (N=131) and aggregated attitudes of subordinates (N= 467). 
Overall, high levels of supervisor Agreeableness, Emotional Stability, and Extra-
version plus lower levels of Conscientiousness were related to subordinate ratings 
of satisfaction with supervisor, overall satisfaction, effective commitment, and 
turnover intentions. 
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Goldberg (2004) study examined Bion's theory of basic assumptions in the 
context of leaderless task groups. Findings did not support hypothesized relation-
ships between emergent leadership and unconscious experiences of emotionality 
within groups. However, the results of this investigation did support renewed in- 
terest in trait predictors of leadership. Linear regression analyses found that high 
intelligence, high Conscientiousness, and low social-avoidance accounted for a 
significant proportion of the variance in perceptions of Leadership Emergence. 
Sanchez's (2004) study examined the influences of general cognitive ability, 
personality, and sex on the motivation to lead. The relationships were explored 
through regression modeling and confirmatory factor analysis. A strong relation-
ship between Personality and the Motivation to Lead was found. 
Kornor & Nordvik (2004) studied the relationship between Five factor model 
of Personality and three Leadership Styles, Change, Production, and Employee 
(CPE) measured by Ekvall and Arvonen s CPE questionnaire. The strongest pre-
dictors of the CPE total score were Conscientiousness and Extraversion; Openness 
to Experience and Agreeableness were specific predictors of change and employee 
respectively. 
Arvey, Rotundo, Johnson, Zhang, & McGue (2006) investigated the influence 
of genetic factor and Personality on Leadership Role Occupancy among a sample 
of male twins. Identical twins (n~238) who shared 100% of their genetic back-
ground were compared with fraternal twins (n=188) who were expected to share 
only 50% of their genetic background. Results indicated that 30% of the variance 
in Leadership Role Occupancy could be accounted for by genetic factors, while 
non-shared (or non-common) environmental factor accounted for the remaining 
variance in Leadership Role Occupancy. Genetic influences also contributed to 
Personality Variables known to be associated with leadership (i.e. social potency 
and achievement). 
Kellett, Humphrey & Sleeth's (2006) empirical study of small work group 
peers investigated relationships among perceptions of emotional abilities (empathy, 
ability to identify others' emotions and ability to express one's own emotions), 
cognitive abilities, and leadership emergence. While controlling for cognitive abili- 
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ty and complex task performance, it was found that people rated highly on empa-
thy-garnered attributions of leadership from their peers. This study found that an 
actor's empathy (a) related positively to ratings of task leadership and ratings of 
relations leadership, and (b) mediated the effect of other emotional abilities on task 
and relations leadership. Emotional abilities were unrelated to cognitive abilities or 
complex task performance. Cognitive abilities and complex task performance 
earned actors higher ratings on task leaderships but not on relations leadership. 
Andersen (2006) in his survey article stated that studies of how personality 
traits related to leadership gave inconsistent results. Further, he stated that tradi-
tional and contemporary research showed that personality traits could not explain 
leadership and organizational effectiveness. The personality approach was less re-
levant to management. Management and leadership in formal organizations were 
not about possessing special traits: it was all aboutacting. 
Goffin & Anderson (2007) evaluated the performance of 204 managers using 
multi-source 360 degree ratings (self, subordinates, peers, and superiors). Manag-
ers also completed personality measures. The findings were that self-superior and 
self-peer disagreement in performance ratings (self-rating inflation) was associated 
with high Achievement and high Self-Esteem. Additionally, self-superior disa-
greement (self-rating deflation) was associated with Anxiety. Self-subordinate dis-
agreement was not associated with self-rater personality. 
Gilkey & Kilts (2007) brought out new research findings from neuroscience. 
Traditionally, scientists have assumed that people gain new skills through practice 
that is, through direct experience but the existence of mirror neurons meant an in-
dividual could also gain skills through observation and indirect experience. In 
companies that stifle play, brainpower may actually decrease as it does in children 
with failure-to-thrive syndrome, a condition created by experientially deprived or 
abusive environments. For executives trying to make sense of a rapidly changing 
business environment, superiority in pattern recognition is perhaps the greatest 
competitive: advantage that can be developed. People who are receptive to novelty 
and innovation. also tend to be good in a crisis, because they are open to seeing op-
portunities in even the direst situations. 
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Strang & Kuhnert (2009) conducted an empirical investigation of constructive-
developmental theory as a theoretical framework for understanding leadership and 
as a predictor of 360-degree leader performance ratings. Constructive-
developmental stage (conceptualized as Leadership Developmental Level) was 
found to predict performance ratings from all rater sources (superiors, peers, and 
subordinates). Furthermore, the predictive ability of Leadership Developmental 
Level was compared to that of Big Five Personality Traits in a model of 360-
degree Leader Performance ratings. Leadership Developmental Level was found 
to account for a unique component of the variance in leader performance as rated 
by peers and subordinates, even beyond that which can be accounted for by perso-
nality. 
Harms, Spain & Hannah (201 I) investigated the role of subclinical personality 
traits as determinants of leader development over time. In previous literature, sub-
clinical traits have been identified as potential causes of leader derailment. Howev-
er, leader development researchers have argued that developmental interventions 
based on increasing self-awareness may be effective at mitigating the negative ef-
fects of these character flaws. Using a multi-wave, multi-method longitudinal 
study of military school cadets, the impact of subclinical traits on externally rated 
measures of leader development was evaluated over a three-year period. Results 
demonstrated that adding subclinical traits to models of development significantly 
increased model fit and that the relationship between "dark side" personality traits 
and performance and training was more complicated than originally thought. Sub-
clinical traits were important moderators of the rate of leader development. The 
sub-clinicals assessed in the current study accounted for 11-17% of the variance in 
the changes in leader development across three years. These findings were only 
slightly smaller in magnitude than the relationships found between Big Five Perso-
nality Traits and Leader Effectiveness and Emergence but were larger than those 
found in research linking personality with changes in job performance over time. 
Colbert, Judge, Choi, & Wang (2012) proposed that Personality assessed using 
both self and observer ratings explained more variance in Leadership than self-
ratings of personality alone. Results from 155 participants in leaderless group dis-
cussions supported this hypothesis. Further, relative weight analysis revealed that 
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observer ratings of Extraversion explained the largest percentage of variance in 
leadership, followed by self-ratings of Openness to Experience and observer rat-
ings of Openness to Experience. Results of two-stage least squares regression 
analysis showed that the relationship between personality and leadership was me-
diated by contributions to group success. 
Cavazotte, Moreno & Hickman (2012) investigated the effects of intelligence, 
Personality Traits, and emotional intelligence on Transformational Leadership and 
the Effective Peiformance of Leaders in the organizational context. Data was col-
lected from 134 mid-level managers from a large Brazilian company in the energy 
sector. The findings suggested that Leadership Effectiveness, as measured by the 
achievement of organizational outcomes, was a direct function of a Leader's 
Transformational behaviors, and was an indirect function of individual differences 
(experience, intelligence, and Conscientiousness) that work through TranSfonna-
tional behaviors. A negative effect of Neeuroticism on Leadership Effectiveness 
was also observed. In addition, while emotional intelligence seemed to be statisti-
cally related to Transformational Leadership if considered in isolation, when abili-
ty and Personality were controlled for, the effect became non-significant. 
2.6 Empirical Research on Spirituality in the Workplace 
Neck & Millixnan (1994) defined what Spirituality in business organizations 
meant and suggested how it could affect employee and organizational perfor-
mance. The authors discuss how a new leadership theory, thought self-leadership 
(TSL) could an assist employees in influencing or leading themselves towards ex-
periencing more Spirituality in their work. 
McCormick (1994) brought out some of the challenges that faced American 
managers who attempted to integrate their spirituality with their work with the fo-
cus being on those values, tasks and problems that emerged in more than one spiri-
tual tradition. The approach of looking for common themes among different spiri-
tual traditions was one that was useful in an increasingly spiritually diverse 
workplace. 
Wrzesniewski, McCauley, Rozin, & Schwartz (1997) presented evidence sug- 
gesting that most people see their work as either a job (focus on financial rewards 
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and necessity rather than pleasure or fulfillment; not a major positive part of life), a 
career (focus on advancement), or a calling (focus on enjoyment of fulfilling, so-
cially useful work). Further, the presented evidence indicated the highest life and 
work satisfaction for respondents who saw their work as a calling even when in-
come, education, and occupation were at least roughly controlled. 
Emmons, Chang & Tehrani (1998) reviewed and synthesized the research lite- 
rature on personal goals and subjective well- being. Spiritual or religious content in 
personal goals emerged as having an especially strong influence on well- being. A 
personal goals approach to studying spiritual motivation could make an important 
contribution to understanding how religiosity affected well-being thus expanding 
religious role in quality of life research. 
Zinnbauer, Pargament, & Scott (1999) examined traditional and modern psy-
chological characterizations of religiousness and Spirituality. Three ways in which 
contemporary theorists polarized religiousness and Spirituality were examined: 
organized religion versus personal spirituality; substantive religion versus func-
tional Spirituality; and negative religiousness versus positive Spirituality. An alter-
native approach to understanding religiousness and Spirituality was presented that 
integrated rather than polarized these constructs. 
Spirituality has been variously defined by social scientists: (a) in terms of rela-
tionships, "the presence of a relationship with a higher power that affects the way 
in which one operates in the world" (Armstrong, 1995, p.3), (b) in terms of inner 
motivation, "our response to a deep and mysterious human yearning for self-
transcendence and surrender, a yearning to find our place " (Benner 1989, p.20), 
(c) in terms of existential quests, "the search for existential meaning" (Doyle, 1992, 
p.302), (d) and in terms of prescriptions, "the systematic practice of and reflection 
on a prayerful, devout and disciplined Christian life" (O'Collins & Farrugia, 1991, 
p.228). There was evidence to suggest that those who reported themselves to be 
spiritually motivated did manifest different psychological, social, and religious 
characteristics than those who reported other motivations (Emmons, 1998; Parga-
ment et al., I990; Welch & Barrish, 1982). 
According to Cavanagh (1999), Spirituality enabled a business person to gain a 
more integrated perspective on their firm, family, neighbors, community and self. 
Hence, business people and business faculty showed a significant increase in inter-
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est in spirituality in the workplace. The growing number of professional presenta-
tions, journal articles, books, and conferences devoted to the subject measured the 
new interest. 
Duchon & Plowman (2005) in an exploratory study of six work units in a large 
hospital system used an instrument that measured workplace spirituality. The re-
sults led to propositions concerning the effect of work unit spirituality on work unit 
performance and the relationship between work -unit spirituality and leadership. 
Among medical units within the same hospital system, work unit spirituality was 
greater in some than in others; work unit performance was associated with work 
unit spirituality; and work unit leaders were likely have an impact on the degree to 
which work units acknowledged and encouraged issues of the spirit. 
Krishnan & Chatteijee (2007) studied the impact of Spirituality and political 
skills on Transformational Leadership. Spirituality was operationalized as oneness, 
keeping in mind the context of Indian culture. The sample consisted of 81 em- 
ployees working in a public sector services organization in India. Results of the 
analysis of variance indicated that Transformational Leadership was enhanced by 
Spirituality but not by political skills. However, when used in combination with 
political skills, the impact of Spirituality on Transformational Leadership was con-
siderably reduced. 
Abdullah, Alzaidiyeen & Aldarabah (2009) investigated the relationship be-
tween Workplace Spirituality and Leadership Effectiveness among secondary 
school principals in Malaysia. Data was collected from 1510 teacher across the 
four states of the northern peninsula. The results of the study indicated that 
Workplace Spirituality as measured by Spirituality at Workplace questionnaire sig-
nificantly predicted Leadership Effectiveness, which explained in turn the signifi-
cant variance in teachers' satisfaction, commitment, and performance. 
Fry, Hannah, Noel, & Walumbwa (2011) tested a dynamic relationship be-
tween Spiritual Leadership and spiritual well-being (i.e., a sense of calling and 
membership), and key organizational outcomes in a sample of emerging military 
leaders. Using structural equation modeling (SEM), results revealed a positive and 
significant relationship between Spiritual Leadership and several unit-level out-
comes, including organizational commitment and four measures of performance. 
These relationships were explained or mediated by spiritual well-being. 
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2.7 Summary of Literature Survey and Identification of Research 
Gap 
We present now a summary of the literature survey. The full range leadership the-
ory emerged as a comprehensively researched leadership model. Transformational 
Leadership behaviours, Transactional Leadership behaviours, and Passive -
Avoidant Leadership behaviours were the three styles of leadership demonstrated 
by leaders as per this leadership theory. Transformational Leadership was the most 
extensively researched style of all the three styles as it had the highest impact on a 
number of organizational outcomes. Passive-Avoidant Leadership was generally 
taken to be the polar opposite of Transformational Leadership and was seen to re-
suit in negative consequences for the organisation. Transactional Leadership fo-
cused on maintaining status quo. Full range leadership styles have not been studied 
in the Indian context. The focus so far has been on Transformational Leadership 
only with incidental and passing references to Transactional Leadership and virtu-
ally no references to Passive-Avordant Leadership. 
The Five Factor Model of Personality incorporating, the Big Five Personality 
Traits emerged as the most validated and researched model describing human per-
sonality. As human beings comprise an organisation, the composite traits picture of 
the organisation could be extrapolated from the individual behaviour. Table 2.7 
below summarises the impact of these traits on organisational behaviour, in par-
ticular leadership behaviour. 
Table 2.7 Organizational Impact of Personality Traits 
Personality Trait Why is it relevant? What does it affect? 
Better interpersonal skills Higher Performance 
Greater social dominance Enhanced leadership Extraversion 
More emotional expression Higher job and life satis- faction 
Better liked Higher Performance 
Agreeableness Lower levels ol'deviant More compliant and conforming behavior 
Greater effort and persistence Higher Performance 
Conscientiousness More drive and discipline Enhanced leadership  
Better organized and planned Greater longevity 
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Neuroticism/Emotional 
Stability 
Less negative thinking and fewer negative 
emotions 
Higher job and life satis- 
faction 
Less hyper vigilant Lower stress levels 
Increased Learning Training Performance 
More creative Enhanced 
leadership 
Openness to Experience 
More flexible and autonomous More adaptable to change 
The literature surveyed indicated that there were many studies that have corre-
lated personality to leadership behaviour and effectiveness and outcomes. However 
there were very few studies correlating the Big Five Personality Traits to the Lead-
ership styles described by the Full Range Leadership Theory. The most prominent 
of these studies were by Judge & Bono (2000), Shao & Webber (2006) and 
D'Alessio (2008). 
The results of Judge & Bono (2000) revealed that Extraversion and Agree-
ableness positively predicted Transformational Leadership. Openness to Experi-
ence was positively correlated to Transformational Leadership but did not predict 
Transformational Leadership as the regression coefficient was insignificant. Neu-
roticism and Conscientiousness were unrelated to Transformational Lerulership. 
While the correlation analysis was performed for the Transformational Leadership 
Style, the regression analysis was not performed for Transactional Leadership and 
Passive Avoidant Leadership styles. Hence the predictive power of personality 
traits for Transactional and Passive-Avoidant Leadership are not known through 
the study of Judge & Bono (2000). It must be noted that these studies were con-
ducted in United States of America. 
Shao & Webber (2006) replicated the study of Judge & Bono (2000) in China. 
Their findings were significantly different. Extraversion showed a negative corre-
lation with Transfonnational Leadership. Openness to Experience did not display 
a significant relationship with Transformational Leadership. Neuroticisnz dis-
played a significantly negative relationship with Transformational Leadership 
style. Agreeableness and Conscientiousness were not related to Transformational 
Leadership at all. There is no analysis for transactional and passive avoidant lead-
ership. 
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The study of D'Alessio (2010) indicated that in the sample, Conscientiousness 
demonstrated the strongest and most consistent correlation with Transformational 
(.426), Transactional (.430), and Passive-Avoidant (-.354) Leadership Styles. 
Extraversion had the next highest correlation with Transformational Leadership 
Style (.400) and a weak correlation with Transactional (.152) and Passive-
Avoidant (-.166) Leadership Styles. Agreeableness had no significant correlation 
with any of the Leadership Styles, and Openness to Experience showed a signifi-
cant correlation only with Transformational Leadership Style (.201). Neuroticrsrn 
showed weak correlations with Transformational (-.214) and Passive-Avoidant 
(.267) Leadership Styles. Conscientiousness and Extraversion may encourage indi-
viduals to emerge as leaders. 
Hence, a very clear gap was seen. The relationship between Five-Factor model 
of Personality and Full Range Leadership Styles has not been studied in the Indian 
context. 
Now, turning our attention to spirituality and its impact on leadership, we 
summarise the literature review as follows. The importance of spirituality in an in-
dividual's life was highlighted with its possible carry over to the workplace being 
indicated by the term workplace spirituality. Value driven leadership inspired by 
spiritual values was emphasized as being important for the success of the leader as 
well as to promote workplace spirituality. Spiritual Transcendence and its relation-
ship with full range leadership have not been studied in the Indian context, though 
a number of studies have been conducted on examining the relationship of spiritu-
ality and leadership 
2.8 Need for Study 
Fresh insights are needed about the relationship between Personality Traits. 
Spiritual Transcendence and Full Range Leadership Styles. This will enable pre-
dictive modelling for identifying future leaders in an organisation and also accord 
insights to current leaders to improve their leadership as well as understand their 
strengths and weaknesses. It will, enable the senior leadership of any organisation 
assess the leadership health in the middle and junior management. The study will 
also generate insights into the leadership system and its influencing variables. 
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CHAPTER 3 
Research Methodology 
3.1 Conceptual Framework 
A conceptual framework helps understanding the inter-relationship between the 
different variables being considered with respect to the construct of Leadership 
Styles. The framework was developed after integrating the insights and understand-
ing generated by the literature survey. The framework enabled the researcher to see 
the broad systems-based inter-connections between the dependent variables and 
independent variables. 
The Construct 
Inspirational Motivation 
Trans- Idealised lnI]uencc 
forma- (A+B) 
tional 
Leadership Intellectual Stimulation 
Individualized Consid- 
eration 
Transac- Contingent Reward 
tional 
Leadership Managenient by 
Exception -Active 
Passive Management by Excep- 
Avoidant Lion —Passive 
Leadership 
Laissez Faire 
Antecedents 
Leader Per-
sonal Attrib-
utes (L) 
Dyadic At-
tributes 
(LxF) 
Follower 
Personal 
Attributes (F) 
Outcomes 
Follower Outcomes 
Extra Effort . Empowerment, 
Satisfaction with leader. Creativ-
ity, Performance Effectiveness. 
Reduced Stresrfbumout, Promo-
tions 
Work Group Outcomes 
Enhanced group efficacy. Shared 
leadership. 	Productiv- 
ityleffectivenesc. Morale and 
cohesion, Satisfaction with leader 
O [gamsa t i o nal Outcomes 
Innovation, Retention, Organisa-
tional Commitment, Unit tiinan-
cial performance, Market share, 
Customer Satisfaction. Occupa-
tional safety 
Moderators/Mediators 
Organisationnt Context 	 Culture 	 Assorted 
Adaptation Orientation, Boundary Spanning 	Collective 	mu- 	Spiritual 	Transceo- 
Function. Simple Structure. Clan mode of 	tional culture dance. Political sense. 
Governance, Technology Deployment, 
Figure 3.I Conceptual Framework 
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Figure 3.1 depicts the conceptual model and framework linking the many vari-
ables that contribute to Leadership Styles and Effectiveness. In the conceptual 
framework delineated, the antecedents reflect the personal attributes of the leaders 
and followers. Examples of these attributes include age, gender, race, religion, vaI-
ues, self-concept, self-esteem, life experiences, beliefs, attitudes, and personality 
traits. 
The construct covers the three styles of leadership i.e., Transformational, 
Transactional and Passive-Avoidant. Each of these styles influences followers in 
different ways. Transformational Leadership influences follower through the crea-
tion of personal and social identification, internalization of beliefs, arousal of mo-
tives, increased optimism, increased intrinsic motivation, and increased trust and 
commitment. Transactional Leadership influences followers through the reframing 
of reward contingencies and instrumental compliance. Passive-Avoidant Leader-
ship influences followers through compliance through intimidation with subse-
quent disengagement. 
The Outcomes of Leadership can be depicted at three levels. At the individual's 
level the measurable outcomes of the application of leadership styles are in terms 
of empowerment, Extra Effort, Satisfaction, and creativity and Performance Effec-
tiveness. At the team level the additional outcomes are shared leadership and en-
hanced group efficacy and at the organisational level leadership impacts retention, 
commitment, financial performance and market share. 
The moderating and mediating influencers could be organisational context in-
cluding mode of governance, technology deployment, collective national culture 
and other factors like political sense. However, it only the moderating role of spiri-
tual transcendence that will be specifically be explored in the current study. The 
conceptual frame work is the broader systems picture which forms the underpin-
ning of the reasoning and rationale of the development of the hypotheses that fol-
lows. 
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3.2 Problem Identification 
The leadership challenge faced by organisations is that of maintaining a pipe-
line of leaders for the purpose of guiding and supporting the growth and sustenance 
plans of the organisation. Leaders (emergent and current) have to step forward and 
step up to get involved in the change. The key question that gets asked is, "Are 
leaders born or made?" The evidence reviewed indicated that leaders are both born 
and made. There are traits that contribute to an individual's greater success as a 
leader though all those who possess these traits are not necessarily going to be-
come leaders. Therefore, we need to pursue an ongoing enquiry which will help 
refine our understanding of the relationship between Personality Traits, Leader-
ship Behaviour, and Leader Effectiveness. 
The defining characteristic of Indian culture, over the ages, has been its spiritu-
ality and philosophy. Management thinkers and spiritual leaders have proposed 
many models of the Indian Ethos in Management. Many of these models are intui-
tively appealing but very few are researched and established through contemporary 
research methodologies. The problem is defining spirituality in culture-agnostic 
and universal terms and identifying its impact on leader behaviour and leadership 
effectiveness. 
The problem is whether Indian organisations can leverage insights on leader 
personality, behaviour, and effectiveness for organisational success and also under-
stand whether the spirituality, assumed to be substantive to the Indian character 
and culture, has an impact on leader behaviour and success. 
In the next section a set of research questions have been formulated to better 
understand the relationship between Leader effectiveness, Personality Traits and 
Spirituality. 
3.3 Research Questions 
The problem identified in the previous section can be broken into specific 
components through the formulation of research questions which are stated suc-
cinctly next. 
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• Research Question I-What are the Leadership Styles exhibited by the 
current leaders of the organisation? 
• Research Question 2-What are the Personality Traits possessed by the 
current leaders of the organisation? 
• Research Question 3-What is the relationship between the Personality 
Traits and Leadership Style? 
• Research Question 4-What Leadership Styles contribute to Leadership 
Effectiveness? 
• Research Question 5-What is the state of Spirituality exhibited by the 
current leaders? 
• Research Question 6-What is the impact of Spirituality on Leader Be-
haviour and Leadership Effectiveness? 
• Research Question 7-What steps can the organisation take to identify 
and groom current and emerging leaders? 
3.4 Objectives Identification 
The objectives of the present study are to understand the relationships between 
the Five-Factor Mode! of Personality and Spiritual Transcendence with the full 
range Leadership Styles in the Indian context. 
• To identify and measure the full range Leadership Styles exhibited by lead-. 
ers. 
o To identify and measure Transformational Leadership behaviour. 
■ To identify and measure Idealised Influence-Attributed. 
■ To identify and measure Idealised Influence-Behaviour. 
■ To identify and measure Intellectual Stimulation. 
■ To identify and measure Inspirational Motivation. 
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■ To identify and measure Individualized Consideration. 
o To identify and measure Transactional Leadership behaviour. 
• To identify and measure Contingent Reward. 
To identify and measure Management-by-Exception Active. 
a To identify and measure Passive-Avoidant Leadership behaviour. 
■ To identify and measure Management-by-Exception Passive. 
■ To identify and measure Laissez -faire. 
• To Identify and measure Personality Traits of the Ieader using the Five-
Factor Model of Personality. 
o To identify and measure Extraversion. 
o To identify and measure Neuroticisrn. 
o To identify and measure Agreeableness. 
o To identify and measure Openness to Experience. 
o To identify and measure Conscientiousness. 
• To identify and measure Spiritual Transcendence demonstrated by the 
leader. 
o To identify and measure Prayer Fulfilment. 
o To identify and measure Universality. 
o To identify and measure Connectedness. 
• To understand the relationship between the Leadership Styles contained 
within full range leadership theory, the Personality Traits of five factor 
personality model and Spiritual Transcendence and it facets. 
• To identify and measure outcomes of leadership styles viz. Extra Effort, Ef-
fectiveness and Satisfaction. 
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3.5 Hypothesis Development 
In this section we build on the conceptual framework to develop hypotheses 
connecting the study variables. 
3.5.1 Personality Traits vis-a-vis Leadership Styles 
Judge & Bono (2000) studied the link between the Five-Factor Model of Per-
sonality and Transformational Leadership. In a subsequent study, Bono & Judge 
(2004) conducted a meta-analysis of the relationship between Personality Traits 
and the ratings of Transformational and Transactional Leadership behaviours. The 
results of their studies established correlations between traits of the Five-Factor 
Model of Personality and Transformational Leadership behaviour. 
3.5.1.1 Extraversion 
The adjectives which define Extraversion are active, assertive, energetic, en-
thusiastic, outgoing, and talkative (McCrae & John, 1992). Further, Eysenck & Ey-
senck (1975) commented that extraverts seek excitement and Ashton, Lee & 
Paunonen (I 999) noted that extraverts are social attention seekers. Watson & 
Clarke (1997) suggested that positive emotions are at centre of Extraversion. 
Therefore, it is likely that extraverts will generate enthusiasm and confidence in the 
groups they happen to associate with which is a characteristic of leadership. 
Extraversion is also strongly related to social leadership (Costa & McCrae, 
1988) and leader emergence in groups (Watson & Clark, 1997). Articulation and 
expressiveness have been noted as characteristics of charismatic leaders (Fried-
man, Prince, Riggio & DiMatteo, 1980; House, 1977). Also extraverts have a 
strong tendency to be articulate, expressive and dramatic (Goldberg, 1990; Watson 
& Clark, 1997). Hence it is likely that leaders, in general, and particularly charis-
matic leaders will exhibit the trait of Extraversion. 
The charismatic leadership theory of House (1977) identifies dominance as one 
of traits of transformational leaders. House & Howell (1992) commented that indi-
viduals who score high on dominance tend "to take initiative in social settings, to 
introduce people to one another....." Bass (1998) reported that result of a study 
finding that sociability was significantly correlated to Transformational Leader- 
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ship. Since dominance and sociability are linked to extraversion, it follows that Ex-
traversion relates positively to Transformational Leadership. 
Shao & Webber (2006) who replicated the study of Judge & Bono (2000) by 
cross-culturally testing it in the Chinese context, hypothesised that Extraversion 
(as defined by articulation and social dominance) would not be correlated to Trans-
formational Leadership on account of culture tightness and also a high power dis-
tance index. Our line of reasoning is that while India has a marginally lower power 
distance ratio (77 as compared to 80 of China), it has a much higher individualism 
score (48 as compared to 20 of China) and hence cannot be regarded as culture 
tight. Shao & Webber (2006) have interpreted high power index to indicate behav-
ing to rigid role definitions and lack of encouragement to present new ideas. In the 
Indian context, it may be appropriate to interpret high power distance as an oppor-
tunity for the manifestation of a paternalistic leadership pattern where the leader of 
a business is viewed as father in an Indian family who encourage family members 
to exhibit their best (Sharma, 2008). Therefore, we hypothesize that: 
Hypothesis 1(al). Extraversion is positively related to Transformational 
Leadership behaviour. 
Hypothesis 1 (a2). Extraversion positively predicts Transformational Lead-
ership behaviour. 
Transformational Leadership adds to the effectiveness of Transactional Lead-
ership. Trarzsforrnational Leadership does not substitute for Transactional Leader-
ship (Bass, 1999). The best of leaders are both transformational and transactional. 
Transactional Contingent Reward Leadership clarifies expectations and offers rec-
ognition once goals are achieved. Again, Transactional Management-by-Exception 
Active specifies the standards for compliance as well as what constitutes ineffective 
performance and punishes followers for being out of compliance with those stan-
dards. It follows that transactional leaders need to be assertive in order to clarify 
expectations and set standards and need to demonstrate activity and high energy as 
well as gregariousness to closely monitor work performance for deviations. The 
recognition offered on attainment of goals requires demonstration of warm and 
positive emotions (Costa & McCrae, 1992). Therefore, we hypothesize that: 
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Hypothesis 1 (b I). Extraversion is positively related Transactional Leader-
ship behaviour. 
Hypothesis I (b2). Extraversion positively predicts Transactional Leader-
ship behaviour. 
Passive-Avoidant Leadership demonstrates a distinct lack of activity and inter-
est in leading to abdication of responsibility and avoidance of authority. Hence As-
sertiveness and Activity (facets of Extraversion) are definitely not associated with 
this form of leadership. Warmth which is a demonstration of interpersonal inti-
macy also cannot be associated with Passive-Avoidant Leadership. Positive Etno-
tions and Gregariousness (facets of Extraversion) also cannot be associated with 
the leader who habitually shuns contact with follower or only finds fault with 
them. Therefore, we hypothesize that: 
Hypothesis 1(cl). Extraversion is negatively related to Passive-Avoidant 
Leadership behaviour. 
Hypothesis I (c2). Extraversion negatively predicts Passive-Avoidant Lead-
ership behaviour. 
3.5.1.2 Neuroticism 
The adjectives which define Neuroticism are anxious, self-pitying, tense, 
touchy, unstable and worrying (McCrae & John, 1992). A study by Judge, Erez, 
Bono & Thoresen (2002) showed that Neuroticism is strongly associated with low 
self esteem and low general self-efficacy. Also Stodgill's studies (1948,1974) of 
traits of leadership listed self-confidence and Judge, Bono, Ilies & Gerhardt (2002) 
commented that " except for self-confidence, no other trait emerged as related to 
leadership" in majority of the past qualitative reviews of traits of effective or 
emergent leaders. Further, Bass (1990), in his review, pointed out that almost all 
the studies on the relationship of self confidence to leadership were uniform in the 
positive direction of their findings. It follows therefore that those individuals high 
on Neuroticisin will lack self-confidence and will be less likely to demonstrate ef-
fective or emergent leadership. 
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Self-confidence is argued to be an essential characteristic of transformational 
leaders (Bass, 1990; House, 1977). Eden (1992) argued that setting high standards 
and then convincing followers that attainment of these standards is possible is at 
the heart of transformational leadership. Individual exhibiting high self-confidence 
and self-esteem are better equipped to demonstrate this. The other studies that indi-
cated the importance of self-confidence as a predictor of Transformational Leader-
ship were by Bennis & Nanus (1997), and Ross & Offerman (1991). 
Further, transformational leaders have a vision that is idealised and inspires 
trust (Conger & Kanungo, I987), instil faith in the followers about a better future 
(Shamir, Arthur & House, 1994) and are able to do so because of their self confi-
dence in gaining the trust of their followers (Kirkpatrick & Locke, 1991). 
Moreover in the Indian context, the expectations about the behaviour of a 
leader are derived from the institution of Karta (head of the Hindu family) 
(Sharma, 2008). The Karta is caring, dependable, sacrificing, and yet demanding 
authoritative and dominating (Singh & Bhandarkar, 1990/2004). Hence a leader 
with a neurotic personality would be viewed as ineffective Karta in the Indian con-
text. Therefore, we hypothesize that: 
Hypothesis 2(al). Neuroticisin is negatively related to Transformational 
Leadership behaviour. 
Hypothesis 2(a2). Neuroticism negatively predicts Transformational Lead-
ership behaviour. 
Transactional leaders thrive on interactions with their followers either to clarify 
goals, actively monitor performance, or to proactively check deviations from stan-
dards. Therefore they are likely to demonstrate capabilities to handle difficult 
situations. They are also less likely to get discouraged and dejected and not dwell 
on things that go wrong but rather focus on what to do. It follows that transactional 
leaders are least likely to demonstrate Neuroticism. Therefore, we hypothesize that: 
Hypothesis 2(bl). Neuroticism is negatively related to Transactional 
Leadership behaviour. 
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Hypothesis 2(b2). Neuroticism negatively predicts Transactional Leader-
ship behaviour. 
One plausible reason why Passive-Avoidant Leaders demonstrate their style is 
their Vulnerability i.e. feeling of helplessness and avoidance of solving a problem 
(Vulnerability- a facet of Neuroticism). They may also have the tendency to feel 
discouraged when things go wrong and feel like giving and therefore avoid action 
in the first place (Depression- a facet of Neuroticism). They may also feel dis-
gusted with the people in their team and hence avoid dealing with them (Anger 
Hostility-a facet of Neuroticism). In some rare instance, they could feel inferior to 
their subordinates (Self-Cconsciousness-a facet of Neuroticisin). They could also 
be worry that things may go wrong and avoid action (Depression-a facet of Neu-
rotieisnr). Therefore, we hypothesize that: 
Hypothesis 2(c1). Neuroticism is positively related to Passive-Avoidant 
Leadership behaviour. 
Hypothesis 2(c2). Neuroticisin positively predicts Passive-Avoidant Lead-
ership behaviour. 
3.5.1.3 Openness to Experience 
The adjectives define Openness to Experience are artistic, curious, imaginative, 
insightful, original and wide interests (McCrae & John, 1992), Openness to Ex-
perience has been traditionally conceptualised as inclusive of culture and intellect 
(McCrae & Costa, 1997). John & Srivastava (1999) noted that Openness to Ex-
perience also represents an individual's tendencies to be creative, introspective, 
resourceful and insightful. Individuals who are high on this score have flexible atti-
tudes and engage in divergent thinking (McCrae, 1994) and are emotionally re-
sponsive, and intellectually curious (McCrae, 1996). It follows that individuals 
with high scores on Openness to Experience should be able to demonstrate Intel-
lectual Stimulation, which is one of the components of Bass's(1985) conceptuali-
zation of Transformational Leadership. This is supported by the study of McCrae 
& Costa (1997) relating Openness to Experience to intellectuality. 
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Openness to Experience has also been correlated to both personality measures 
(McCrae & Costa, 1997) and behavioural measures of creativity (Feist, 1998). 
Creativity has been linked to Transformational Leadership by Conger & Kanungo 
(1987) as well as Bennis & Nanus (1985) and Sosik, Kahai, & Avolio (1998). The 
reason for the correlation is that the transformational leader's ability to create a 
compelling vision of the future originates from creativity. They are imaginative 
and insightful and therefore more likely to see a vision of the organisation's future. 
Therefore, it follows individuals who have high scores for Openness to Experience 
are likely to be more creative and utilise it to offer Intellectual Stimulation and of-
fer a vision of the future. These are the very characteristics of a transformational 
leader. Therefore, we hypothesize that: 
Hypothesis 3(al). Openness to Experience is positively related to Trans-
formational Leadership behaviour. 
Hypothesis 3(a2). Openness to Experience positively predicts Tranaforrna-
tional Leadership behaviour. 
A transactional leader would need to be open to ideas about the ways of han-
dling a given situation and thereby derive from the insight and understanding the 
goals and standards of performance (Ideas and Fantasy-facets of Openness to Ex-
perience). They are also likely to feel strongly in favour of the goals and standards 
(Feelings-a facet of Openness to Experience). They are also likely to support a va-
riety of actions as long as it leads to the goal or standard of performance (Action-a 
facet of Openness to Experience). Therefore, we hypothesize that: 
Hypothesis 3(bl). Openness to Experience is positively related to Transac-
tional Leadership behaviour. 
Hypothesis 3(b2). Openness to Experience positively predicts Transac-
tional Leadership behaviour. 
A passive-avoidant leader is least likely to demonstrate an inclination for ac-
tion, or ideas or any feelings or strong emotions. The very inertness of the style 
indicates a lack of imagination and values. Therefore, we hypothesize that: 
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Hypothesis 3(cl). Openness to Experience is negatively related to Passive-
Avoidant Leadership behaviour. 
Hypothesis 3(c2). Openness to Experience negatively predicts Passive-
Avoidant Leadership behavior. 
3.5.1.4 Agreeableness 
The adjectives which define Agreeableness are appreciative, forgiving, gener-
ous, kind, and sympathetic and trusting (McCrea & John, 1992). Agreeableness 
represents the tendency of an individual to be trusting, cooperative gentle and kind 
(Graziano & Eisenberg, 1997). Individuals who are high on Agreeableness avoid 
conflict and value affiliation (Graziano, Jensen-Campbell & Hair, 1996). They are 
also likely to be modest and altruistic and tend to be trusting and trustworthy 
(Costa & McCrae, 1992). Also cooperativeness has been linked to leadership (Bass 
1990). Zaccaro, Foti & Kenny (1991) found that interpersonal sensitivity is related 
to leadership. It follows therefore that Agreeableness is related to leadership be-
haviour. 
Transformational leaders give special attention to group members and have a 
developmental orientation towards them (Bass, 1985). Individualized Considera-
tion is one of four dimensions of Transfonnational Leadership. This dimension is 
driven by altruism and a concern with other's interests and empathy for their con-
dition (Wiggins, 1996; Digman, 1989; McCrae & John 1992). Hogan & Shelton 
(1998) demonstrated that agreeable supervisors are more approachable in the eyes 
of their subordinates. It follows therefore that Agreeableness is related to Trans-
fo►nnational Leadership. Ross & Offerman (1991) had also found positive relation-
ships between several aspects of Agreeableness and charismatic leadership. There-
fore, we hypothesize that: 
Hypothesis 4(al). Agreeableness is positively related to Transformational 
Leadership behaviour. 
Hypothesis 4(a2). Agreeableness positively predicts Transf'orntational 
Leadership behaviour, 
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Transactional leaders need to demonstrate frankness as a foundational behav-
iour for setting goals for and with followers (Straightforwardness-a facet of 
Agreeableness) and thereby ensure that the followers would be well intentioned 
and honest in following the performance pathway suggested or discussed (Trust-a 
facet of Agreeableness). A willingness to help followers in need of help when per-
formance pathways are difficult or there is a failure to comply with standards is 
also a characteristic of transactional leaders (Altruism-a facet of Agreeableness). 
Therefore, we hypothesize that: 
Hypothesis 4(b 1). Agreeableness is positively related to Transactional 
Leadership behaviour. 
Hypothesis 4(b2). Agreeableness positively predicts Transactional Lead-
ership behaviour. 
A cynical and sceptical nature seems to be a reason for the hands-off behaviour 
of the passive avoidant leader (Tnist-a facet of Agreeableness). They also seem to 
have a low concern for the welfare of the followers-another reason for their hands-
off behaviour (Altruism- a facet of Agreeableness). A passive avoidant leader is 
likely to be hardhearted (Tender mindedness-facet of Agreeableness). Therefore, 
we hypothesize that; 
Hypothesis 4(cI). Agreeableness is negatively related to Passive-Avoidant 
Leadership behaviour. 
Hypothesis 4(c2). Agreeableness negatively predicts Passive-Avoidant 
Leadership behaviour. 
3.5.1.5 Conscientiousness 
The adjectives which define Conscientiousness are efficient, organised, planful, 
reliable responsible and thorough (McCrae & John, 1992). Achievement and self-
discipline are major components of Conscientiousness (Barrick & Mount, 1991). 
Conscious individuals have a strong sense of direction and work hard to achieve 
goals (Costa & McCrae, I992). Further, Kirkpatrick & Locke (1991) noted that 
"leaders must be tirelessly persistent in their activities and follow through with 
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their programs." With greater tenacity and persistence (Goldberg, 1990), it is ex-
pected that conscientious individuals will be effective leaders. 
Bass (1985) commented that "task competence results in attempts to lead that 
are more likely to result in success for the leader"and that "self-determination is 
likely characteristic of transformational leaders." It follows therefore that Consci-
entiousness could be linked to Transformational Leadershp. Therefore, we hyp-
thesize that: 
Hypothesis 5(al), Conscientiousness is positively related to Transforma-
tional Leadership behaviours. 
Hypothesis 5(a2). Conscientiousness positively predicts Transformational 
Leadership behaviour. 
Focus of the task defines a transactional leader: either as a goal defined for the 
follower or as a performance standard set and to be complied with. A transactional 
leader is more likely to be achievement striving, dutiful along with being self-
disciplined. Therefore we hypothesize that: 
Hypothesis 5(bl). Conscientiousness is positively related to Transactional 
Leadership behaviour. 
Hypothesis 5(b2). Conscientiousness positively predicts Transactional 
Leadership behaviour. 
A passive avoidant leader shuns the task or waits till a mistake or deviation oc-
curs. They may not realise the consequences of such action (low on Deliberation-a 
facet of Conscientiousness). Their sense of competence may be low which may be 
the reason why they stay away from active involvement. They are also likely to 
shirk their duties and have less of achievement orientation. Therefore, we hypothe-
size that: 
Hypothesis 5(cl). Conscientiousness is negatively related to Passive 
Avoidant Leadership behaviour. 
Hypothesis 5(c2). Conscientiousness negatively predicts Passive-Avoidant 
Leadership behaviour. 
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3.5.2 Spiritual Transcendence vis-a-vis Leadership Styles 
In common parlance Spirituality is an aspect of Personality. However, in the 
academic circles, the relationship of Spirituality to Personality Traits is dependent 
on how it is conceptualised. MacDonald (2000) explored the links between basic 
Personality Traits and Spiritual Concerns Behaviours. Five distinct components 
were identified and described by MacDonald (2000) viz. cognitive orientation 
(perceptions and attitudes regarding spirituality), experiential/phenornenological 
(mystical, transcendental and transpersonal experiences), existential well-being (a 
sense of meaning, purpose and resilience regarding one's existence), paranormal 
beliefs (including extra-sensory perception and other paranormal phenomena), and 
religiousness (religious practices). These five components are differentially related 
to the Big-Five Personality Traits but are not subsumed by them. The religious and 
cognitive orientation elements were predicted by Agreeableness and Conscien-
tiousness. The experiential/phenomenological and paranormal components were 
predicted by Openness to Experience, while existential well-being was predicted 
by Extraversion and low Neuroticism (Ozer & Benet-Martinez, 2006). 
Piedmont (1999) conceptualised Spirituality based on a broader paradigm for 
understanding existence that transcends the immediacy of individual consciousness 
and binds all things in a unitive harmony. This theme was called Spiritual Tran-
scenden ce. 
The components of Spiritual Transcendence were : a sense of Connectedness 
i.e. a belief that one was a part of a larger human orchestra whose contribution was 
indispensable in creating life and continuing harmony; Universality i.e. a belief in 
the unitive nature of life; Prayer Fulfilment i.e feelings of joy and contentment that 
result from personal encounters with the transcendent; tolerance of paradoxes, the 
ability to live with inconsistencies and contradictions in one's own life, to think of 
things in terms of "both-and" rather than "either-or"; non-judgementality i.e. an 
ability to accept life and others on their own terms, to avoid making value judge-
ments ; existentiality i.e. a desire to live in the moment; and gratefulness i.e, an in-
nate sense of wonder and thankfulness (Piedmont, 1999). 
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Conceptualising Spiritual Transcendence as distinct dimension of Personality 
helps explain evolution of Spirituality over the adult life span whereas Costa & 
McCreae (1994) argued that `personality is set like plaster after the age of 30.' 
Chatterjee & Krishnan (2007) conceptualised Spirituality as `oneness or identi-
fication with the universal or transcendental spirit or with all beings" and related it 
positively with Transformational Leadership. Though Burns (1978) does not ex-
plicitly mentions Spirituality in the theory of Transformational Leadership, it is 
implied by very nature of that Transfonnational Leadership which involves the 
`mutual raising' of both sides to higher levels of motivation and morality (Chatter-
jee & Chatterjee, 2008). 
The Spiritual Transcendence construct (Piedmont, 1999) has facets of Con-
nectedness and Universality which can equated to the facet of "oneness of all be-
ings in the universe" in the conceptualisation of Spirituality by Chatterjee & 
Krishnan (2007). Therefore, we hypothesize that: 
Hypothesis 6(al). Spiritual Transcendence is positively related to Trans-
fonnational Leadership behavior. 
Hypothesis 6(a2). Spiritual Transcendence positively predicts Transfortna-
tional Leadership behaviour. 
Transactional Leadership implies a certain devotion to duty and acceptance of 
the obligation to lead. It also means looking to the task at hand and judging its 
alignment to the goals of an individual or the standard that needs to be adhered. As 
Piedmont (2004) noted, a sense of Spiritual Transcendence develops with the ca-
pacity of individuals to stand outside their immediate sense of time and place and 
view life from a larger more objective perspective. A larger perspective could 
weaken one's transactional resolve and dilute the objective at hand. On the other 
hand, it could also strengthen one's resolve and belief about the importance of the 
task or standard. Therefore, we hypothesize that: 
Hypothesis 6(bl ). Spiritual Transcendence is positively related to Trans-
actional Leadership behaviour. 
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Hypothesis 6(b2). Spiritual Transcendence positively predicts Transac-
tional Leadership behaviour. 
Passive-Avoidant Leadership implies a total disregard for the needs and well-
being (albeit task oriented) of the followers by the leader, whereas Spiritual Tran-
scendence implies a belief and feeling of connectedness and universality with all 
beings including the follower. It follows, therefore, that a leader demonstrating 
Spiritual Transcendence is unlikely to be a passive-avoidant leader. Therefore: 
Hypothesis 6(d). Spiritual Transcendence is negatively related to Passive-
Avoidant Leadership behaviour. 
Hypothesis 6 (c2). Spiritual Transcendence negatively predicts Passive-
Avoidant Leadership behaviour. 
3.5.3 Relationships between Personality Traits, Spiritual Transcendence and 
Leadership Styles 
Direct empirical studies (Judge & Bono, 2000) and meta-analyses (Judge, 
Bono Ilies & Gerhardt, 2002; Bono & Judge, 2004) have established that the Five-
Factor Model of Personality Traits has multiple correlations with Leadership 
Styles. Extraversion and Agreeableness were found to positively predict Transfor-
Snational Leadership; Openness to Experience was positively correlated to Trans-
forntatiotal Leadership; Neitroticisni and Conscientiousness did not correlate sig-
nificantly to Transfonnational Leadership. 
Spirituality was found to positively correlate to Transformational Leadership 
(Chatterjee & Krishnan, 2007). Reaves (2004) said, "The spiritual values of integ-
rity, honesty, and humility, and the spiritual practices of treating others with re-
spect and fairness, expressing care and concern, listening responsively, appreciat-
ing others, and taking time for personal reflection, have all been linked to quantifi-
able positive effects for organisations and individuals... ...Contrary to popular opin-
ion there is no contradiction in between the values and practices endorsed for spiri-
tual success and those required for leadership success. Instead research shows there 
is a clear consistency between the two." Spirituality impacts the motivation of the 
leader and Spiritual Transcendence as conceived by Piedmont (1999) is 'a non- 
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denominational motivational construct, which directs and selects behaviour. Pied-
mont (1999, 2001) demonstrated that Spiritual Transcendence adds a unique vari-
ance over and above the Five-Factor Model of Personality in predicting psychoso-
cial outcomes.Therefore, we hypothesize that: 
Hypothesis 7(al). Spiritual Transcendence positively moderates the rela-
tionship of Extraversion, Openness to Experience, Agreeableness and Con-
scientiousness with Transformational Leadership behaviours. 
Hypothesis 7(a2). Spiritual Transcendence negatively moderates the rela-
tionship of Neuroticism with Transformational Leadership behaviours. 
Hypothesis 7(bl). Spiritual Transcendence positively moderates the rela-
tionship of Extraversion, Openness to Experience, Agreeableness and 
Conscientiousness with Transactional Leadership behaviours. 
Hypothesis 7(b2). Spiritual Transcendence negatively moderates the rela-
tionship of Neuroticism with Transactional Leadership behaviours. 
Hypothesis 7(cl). Spiritual Transcendence negatively moderates the rela-
tionship of Extraversion, Openness to Experience, Agreeableness and Con-
scientiousness with Passive Avoidant Leadership behaviours. 
Hypothesis 7(c2). Spiritual Transcendence positively moderates the rela-
tionship of Neuroticism with Passive-Avoidant Leadership behaviours. 
3.5.4 Leadership Styles vis-a-vis Outcomes of Leadership 
Both Transformational and Transactional Leadership are related to the success 
of the team. Transactional Leadership is needed to establish clear standards and 
expectations of performance. Transactional Leadership can build a base level of 
trust in the leaders as the follower executes reliably what has been agreed to over 
time. Transformational Leadership builds on these initial levels of trust by estab-
lishing a deeper sense of identification among followers for the unit's values, mis-
sion and vision (Shamir et al., 1998; Bass et al.2003). Also sitting back and waiting 
for things to go wrong is not a very effective leadership style and not doing any-• 
thing at all is obviously inactive leadership. Therefore, we hypothesize that: 
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Hypothesis 8(al). Transformational Leadership is positively related to Ex-
tra  Effort, Effectiveness and Satisfaction. 
Hypothesis 8(a2). Transformational Leadership positively predicts Extra 
Effort, Effectiveness and Satisfaction. 
Hypothesis 8(bl). Transactional Leadership is positively related to Extra 
Effort, Effectiveness and Satisfaction. 
Hypothesis 8(b2). Transactional Leadership positively predicts Extra Ef-
fort, Effectiveness and Satisfaction. 
Hypothesis 8(cl). Passive-Avoidant Leadership is negatively related to Ex-
tra Effort, Effectiveness and Satisfaction. 
Hypothesis 8 (c2). Passive-Avoidant Leadership negatively predicts Extra 
Effort, Effectiveness and Satisfaction. 
3.5.5 Summary of Hypotheses 
Figure 3.5.5 summarizes the hypotheses in the light of conceptual framework 
in Section 3.1. 
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Figure 3.5.5 Summary of Hypotheses 
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Table 3.5.5-A is a tabular summary of the hypotheses with respect to Personal-
ity Traits and Leadership Styles. 
Table 3.5.5-A Hypotheses of Personality Traits with Leadership Styles 
Hypothesis No Hypothesis 
Hypothesis 1(a]) Extraversion is positively related to transformational leadership behaviour. 
Hypothesis 1(u2) Extraversion positively predicts transformational leadership behaviour. 
Hypothesis 1(bl) Extraversion is positively related transactional leadership behaviour 
Hypothesis 1(b2) Extraversion positively predicts transactional leadership behaviour. 
Hypothesis 1(d) Extraversion is negatively related to passive avoidant leadership behaviour. 
Hypothesis 1(c2) Extraversion negatively predicts passive-avoidant leadership behaviour. 
Hypothesis 2(al) Neuroticistn is negatively related to transformational leadership behaviour. 
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Hypothesis 2(a2) Neuroticism negatively predicts transformational leadership behaviour. 
Hypothesis 2(bI) Neuroticism is negatively related to transactional leadership behaviour. 
Hypothesis 2(b2) Neuroticism negatively predicts transactional leadership behaviour 
Hypothesis 2(cl) Neuroticism is positively related to passive-avoidant leadership behaviour, 
Hypothesis 2(c2) Neuroticism positively predicts passive-avoidant leadership behaviour. 
Hypothesis 3(a)) Openness to experience is positively related to transformational leadership behaviour. 
Hypothesis 3(a2) Openness to experience positively predicts transformational leadership behaviour. 
Hypothesis 3(bl) Openness to experience is positively related to transactional leadership behaviour. 
Hypothesis 3(b2) Openness to experience positively predicts transactional leadership behaviour. 
Hypothesis 3(c)) Openness to experience is negatively related to passive- avoidant leadership behaviour. 
Hypothesis 3(c2) Openness to experience negatively predicts passive-avoidant leadership. 
Hypothesis 4(a!) Agreeableness is positively related to transformational leadership behaviour. 
Hypothesis 4(a2) Agreeableness positively predicts transformational leadership behaviour. 
Hypothesis 4(b)) Agreeableness is positively related transactional leadership behaviour. 
Hypothesis 4(b2) Agreeableness positively predicts transactional leadership behaviour. 
Hypothesis 4(c)) Agreeableness is negatively related to passive-avoidant leadership behaviour. 
Hypothesis 4(c2) Agreeableness negatively predicts passive-avoidant leadership behaviour. 
Hypothesis 5(a)) Conscientiousness is positively related to transformational leadership behaviour. 
IIpothesis 5(a2) Conscientiousness positively predicts transformational leadership behaviour. 
Hypothesis 5(b)) Conscientiousness is positively related to transactional leadership behaviour. 
Hypothesis 5(b2) Conscientiousness positively predicts transactional leadership behaviour. 
Hypothesis 5(c)) Conscientiousness is negatively related to passive-avoidant behaviour. 
Hypothesis 5(c2) Conscientiousness negatively predicts passive-avoidant leadership behaviour. 
Table 3.5.5-B is a tabular summary of the hypotheses with respect to Spiritual 
Transcendence and Leadership Styles. 
Table 3.5.5-B Hypotheses of Spiritual Transcendence vis-a-vis Leadership 
Styles 
Hypothesis No Hypothesis 
Hypothesis 6(a)) Spiritual transcendence is positively related to transformational leadership. 
Hypothesis 6(n2) Spiritual transcendence positively predicts transformational leadership  
Hypothesis 6(b)) Spiritual transcendence is positively 	related to transactional leadership beha- 
viour. 
Hypothesis 6(b2) Spiritual transcendence positively predicts transactional leadership behaviour, 
Hypothesis 6(c)) Spiritual transcendence is negatively related to passive-avoidant leadership. 
Hypothesis 6 (c2) Spiritual transcendence negatively predicts passive-avoidant leadership. 
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Hypothesis 7(al) Spiritual transcendence positively moderates the relationship of extraversion, 
openness to experience, agreeableness, and conscientiousness with transfor- 
mational leadership behaviour. 
Hypothesis 7(a2) Spiritual transcendence negatively moderates the relationship of neuroticism 
with transformational leadership behaviours. 
Hypothesis 7(b)) Spiritual transcendence positively moderates the relationship of extraversion, 
openness to experience, agreeableness, and conscientiousness with transac- 
tional leadership behaviour. 
Hypothesis 7(b2) Spiritual transcendence negatively moderates the relationship of neuroticism 
with transactional leadership behaviour. 
Hypothesis 7(c)) Spiritual transcendence negatively moderates the relationship of extraversion, 
openness to experience, agreeableness, and conscientiousness with passive 
avoidant leadership behaviour. 
Hypothesis 7(c2) Spiritual transcendence positively moderates the relationship of neuroticism 
with passive avoidant leadership behaviour. 
Table 3.5.5-C is a summary of the hypotheses of Leadership Styles with respect 
to Outcomes of Leadership. 
Table 3.5.5-C Hypotheses of Leadership Styles vis-a-vis Outcomesof Leader-
ship 
Hypothesis No. Hypothesis 
Hypothesis 8(a)) Transformational leadership is positively related to extra effort, effectiveness, 
and satisfaction. 
Hypothesis 8(a2) Transformational leadership positively predicts extra effort, effectiveness, and 
satisfaction. 
Hypothesis 8(bl) Transactional leadership is positively related to extra effort, effectiveness and 
satisfaction 
Hypothesis 8(b2) Transactional leadership positively predicts extra effort, effectiveness, and satis- 
faction. 
Hypothesis 8(c)) Passive-Avoidan( leadership is negatively related to extra effort, effectiveness, 
and satisfaction. 
Hypothesis 8(c2) Passive-Avoidant Leadership negatively predicts extra effort, effectiveness, and 
satisfaction. 
3.6 Research Design 
The Iiterature survey that was conducted was of the nature of exploratory re-
search. The purpose of the exploratory research was: (a) to identify the problem; 
(b) better define the problem; (c) develop an approach to the problem; (d) formu-
late an appropriate research design and identify key variables; (e) answer research 
questions and test hypotheses; (f) and interpret primary data more rneaningfuly 
(Maihotra, 2007, p.I 10). 
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Having identified the research problem which was to study the relationship be-
tween Leadership Styles (independent variable) and Personality Traits (first de-
pendent variable) and Spiritual Transcendence (second dependent variable), the 
method of research was identified as conclusive research. The nature of conclusive 
research is the testing of hypotheses (Malhotra, 2007, p.110). And this is exactly 
the direction of research that was pursued. 
Further, among the two methods under the umbrella of conclusive research, 
descriptive research and causal research, the method of descriptive research was 
used for solving the research problem identified in this study. Descriptive research 
is defined as "fact finding with adequate interpretation." (Krishnaswamy, Sivaku-
mar & Mathirajan, 2006, p.163). Descriptive research is guided by hypotheses, 
describes the characteristics of relevant groups through data collection and inter-
pretation leading to elaborations of patterns and principles underlying the data.It 
falls into two categories : cross-sectional and longitudinal. Cross-sectional designs 
involve collection of information from any given sample only once in contrast to 
longitudinal studies which obtain information from the given sample repeatedly 
over time (Krishnaswamy, Sivakumar, & Mathirajah, 2006, p.164). 
The method used for the research problem in this study was therefore, descrip-
tive research of the cross-sectional type. As it was planned to obtain information 
only once, the method used was based on single cross sectional design, also called 
as sample survey research design (Malhotra, 2007, p.1  14). 
It could therefore concluded that for the present study the research design is 
based on conclusive, descriptive, single cross sectional design. However as Conger 
(1998) observed, "In reality, qualitative research must play an important role no 
matter what stage we are in the investigation of leadership topics. The main reason 
is the extreme and enduring complexity of the leadership phenomenon itself......as 
many of us are aware, this complexity is by product of several important character-
istics of leadership. Specifically, leadership involves multiple levels of phenomena, 
possesses a dynamic character, and has a symbolic component. Quantitative meth-
ods, by themselves, are insufficient to investigate thoroughly phenomena with such 
characteristics." 
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In order to understand the deeper structures of leadership phenomena we have 
used semi-structured face-to-face interviewing of selected respondents of the sam-
ple. Therefore, it was expected that this method would counterbalance the weak-
ness of structured quantitative research. It was further proposed to adopt a case 
study approach of studying one organisation in depth with respect to the research 
questions. 
3.7 Data Collection Instruments 
In this section we examine the design and development of the instruments that 
were used for data collections. 
3.7.1 Leadership Styles 
The Multifactor Leadership Questionnaire (MLQ) developed by Bass (1985) is 
the most frequently used instrument for assessing Transformational Leadership, 
Ttransactional Leadership and Passive-Avoidant Leadership. Avolio, Bass & Jung 
(1995) demonstrated that the current version of the instrument MLQ-5x displayed 
high reliability and offered evidence for convergent and discriminant validity. 
Therefore, the data collection instrument that was used for Leadership Styles was 
the Multifactor Leadership Questionnaire. Both self-rating and observer-rating 
were used. The MLQ items are evaluated on a 5-point scale ranging from 0 (not at 
all) to 4 (frequently, if not always). 
3.7.2 Personality Traits 
The Big-Five Personality Traits are usually measured with the 240-item NEO 
Personality Inventory-Revised, which is the most, widely used and extensively va-
lidated measure of the five-factor model. Botwin (1995) demonstrated that the 
NEO-PI-R exhibits high internal consistency, high test-retest reliability, and strong 
convergent and discriminant validity. 
The NEO-FFI (Five Factor Inventory) is a 60-item version of the NEO-PI-R 
that is scored for the five domains only. Costa & McCiae (1988) and McCrae & 
Costa (1989) selected the items from NEO-PI-R using validimax factors and five 
principal components were extracted. The validimax method was then employed to 
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rotate the item factors to maximize convergent and discriminant validity with 
NEO-PI-R validimax factors. The procedure adopted to shortlist the 60 items is 
described in detail by Costa & McCrae (1992, p 53). 
When correlated with NEO-PI validimax factors, the NEO-FFI scales showed 
correlations ranging from 0.75 for C and 0.89 for N. All these values are smaller 
than those of the corresponding NEO-PI-R domain scales, but all are acceptable. 
The NEO-FFI is recommended for usage when the time available for testing is li- 
mited and global information on personality is considered sufficient (Costa & 
McCrae, 1992, p.1). 
NEO-FFI was used for the measuring Personality Traits. Only the self-rating 
data was captured. The NEO-FFI is based on a 5-point scale ranging from Strongly 
Disagree (0) to Neutral (3) to Strongly Agree (5). 
3.7.3 Spiritual Transcendence 
Piedmont (1999) developed a Spiritual Transcendence Scale, which is independent 
of the Five-Factors of Personality. This scale- has also been tested in India and the 
Spiritual Transcendence Scale (STS) along with additional attitude and personality 
measures were administered in an Indian sample of a multi-religious group. Re-
sults showed structural validity of the Spiritual Transcendence Scale and predic-
tive validity independent of personality factors, consistent with the sample of the 
original study (Peidmont, 1999; Piedmont & Leach, 2002). Therefore, the data col-
lection instrument for spirituality, conceptualized as Spiritual Transcendence, was 
the Spiritual Transcendence Scale. Both self and observer rating were be used. 
Participants responded to a 5-point scale ranging from Strongly Agree to Neutral to 
Strongly Disagree. 
3.7.4 Outcomes of Leadership 
Singh & Krishnan (2007) reported that the MLQ has items that capture three 
outcomes that are known to correlate positively with Transformational Leadership 
viz. Satisfaction with leader, willingness to put in Extra Effort, and perceived Ef-
fectiveness of the leader. These measures were used in the current study, which al- 
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so captured the outcome for Transactional and Passive-Avoidant leadership styles. 
Two items were used for assessing Satisfaction with leader; three items were used 
for measuring willingness to put in Extra Effort; and four items were used for mea-
suring the perceived Effectiveness of the leader. The rating was on a 5-point scale 
from 0 (not at all) to 4 (frequently, if not always). 
3.7.5 Summary of Study Variables 
The study variables are listed below in Table 3.7.5.The relationship between 
Big-five personality traits, Spiritual Transcendence and Leadership styles was 
studied using a multi-variate framework: the simple correlation as well as standard-
ised regression coefficient was calculated (Judge, & Bono, 2000; Bono, & Judge, 
2004). The main purpose of the study was to understand the relationship between 
Personality Traits, Spiritual Transcendence, Transformational Leadership behav-
iours and Leadership Outcomes. 
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Table 3.7.5 Summary of Study Variables 
No. Study Variable Name of Scale Consolidated Variable 
1 Neuroticism 
NEO-FFI 
None 
2 Extraversion 
3 Openness to Experience 
4 Agreeableness 
5 Conscientiousness 
6 Prayer Fulfilment 
STS 
Spiritual Transcendence 
7 Universality 
8 Connectedness 
9 Idealised Influence-Attributed 
MLQ 
Transformational Leadership 
10 Idealised Influence-Behaviour 
11 Intellectual Stimulation 
12 Individualised Consideration 
13 Inspirational Motivation 
14 Contingent Reward Transactional Leadership 
15 Management by Exception -Active 
16 Management by Exception —Passive Passive Avoidant Leadership 
17 Laissez Faire 
19 Effectiveness None 
20 Extra Effort 
21 Satisfaction 
3.8 Instrument Reliability and Validity Verification 
Reliability and validity are the statistical criteria used to assess whether the re-
search provides a good measure. Validity tests how well an instrument measures 
the particular concept it is supposed to measure. Reliability tests how consistently 
an instrument measures that concept. 
3.8.1 Multi Factor Leadership Questionnaire-MLQ-5x 
The constructs of the Multi Factor Leadership Questionnaire(MLQ-5x) have 
been extensively studied and validated over past several decades since it was first 
presented by Bass (1985). The earlier version of Multi-factor Leadership Ques- 
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tionnaire (MLQ, Form R) was used to measure Transformational, Transactional 
and Passive-Avoidant Leadership. The MLQ-5x was developed in response to 
substantive criticisms of MLQ-5R survey. The detailed methods and statistics are 
presented in Avolio, Bass & Walumba (2004). To quote them, "We have seen a 
tremendous amount of consistency across raters, regions, and cultures in terms of 
support for the nine factor full range leadership model. The current manual pro- 
vides ample support for the using the nine factor model as the basis of research, 
assessment and development." The Multifactor Leadership Questionnaire has 
evolved over the past 30 years based on numerous investigations of leaders in pub- 
lic and private organisations, from CEOs to non-supervisory project leaders. The 
MLQ has also been extensively tested in the US, in Europe, in the Oceania (New 
Zealand and Australia), Singapore and South Africa. 
The MLQ-5x has also been extensively used by researchers in the sub-
continent viz. Pakistan (Khan et al., 2011; Munaf, 2011; Bodla &Nawaz, 2010) 
and India (Singh & Krishnan, 2007; Chatterjee & Krishnan, 2007; Mehra & Krish-
nan, 2005; Menon & Krishnan, 2004; Narayanan & Krishnan, 2003).The instru-
ment is seen as a validated and reliable measure of the full range of Leadership 
Styles. 
3.8.2 Personality Traits-NEO-FFI 
The NEO-FFI is a 60-item version of NEO-PI-R. The NEO-PI-R embodies a 
conceptual model that distils decades of factor analytic research on the structure of 
personality. The NEO-PI-R supplants the NEO-PI. Evidences of scale reliability, 
stability and construct validity are presented in Costa & McCrae (1992, pp. 39-55). 
The details of the development of NEO-FFI from NEO-PI-R are presented in 
Costa & McCrae (1922, pp. 53-54). As subsets of the NEO-PI-R, the NEO-FFI 
scales carry with them some portion of the demonstrated validity of the full scales. 
The convergent correlations range from .56 to .62 and the divergent correlations do 
not exceed .20. On an average the shorter scales of the NEO-FFI appear to account 
for 85% as much variance in the convergent scores as do the factor scores. 
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3.8.3 Spiritual Transcendence Scale-STS 
The Spiritual Transcendence Scale is one of dimensions measured by the AS-
PIRES-Assessment of Spirituality and Religious Sentiments (Peidmont, 2010). In 
developing the Spiritual Transcendence Scale, a consortium of theological experts 
from diverse faith traditions including Buddhism, Hinduism, Quakerism, Luther-
anism, Catholicism, and Judaism were assembled. This focus group was used to 
identify qualities of Spirituality that were common to all these faiths. These indi-
viduals then wrote items that they believed reflected this commonality. Those 
items along with other items developed by Peidmont (1999) were factor analysed 
within the context of the Five-Factor Model of Personality and it was determined 
that Spirituality represented a unique distinct individual differences construct. 
Based on the experience of using the original Spiritual Transcendence Scale (24 
items) and on observation of the limitations of the scale, a new set of Spiritual 
Transcendence items were identified and these constitute the Spiritual Transcen-
dence Scale now contained in ASPIRES (Assessment of Spirituality and Religious 
Sentiments). The revised Spiritual Transcendence Scale consists of 23 items (10 
original and 13 new items). The revised scale have recorded good convergent and 
discriminant validity in predicting psychosocial criteria over and above personality 
traits. 
3.9 Sample Design 
In this section we examine the steps taken in the sampling process which en 
abled data collection. 
3.9.1 Target Population 
Typically a population is defined in terms of (a) the elements; (b) sampling 
units; (c) extent; (d) and time. The elements, in the current study were the current 
leaders in business and their subordinates. The sampling units concerned were the 
individual managers and the subordinates reporting to them. The extent was India 
and the time period of the survey was March 2011-September 2011. 
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3.9.2 Specification of Sampling Frame 
The participants in the study were middle level managers and their subordi-
nates, all of whom were employees of a multi-national company in the Information 
Technology sector based in Bangalore, India. 
t 
3.9.3 Sampling Technique 
234 managers who constituted the entire middle management of the organisa-
tion were invited to participate in the research. The managers were required to de-
pute their team members to answer "observer/rater" survey for the manager-
follower dyad. 
3.10 Data Collection 
The data was collected over a time period from March 2011 to September 
2011. The human resources department of the company made announcement to the 
pool of middle managers (234) to participate in the data collection as a part of an 
ongoing research project to understand and develop leadership in the organisation. 
The team members of each of managers who had participated in the data collection 
were invited in independently to fill the rater/observer evaluation with respect to 
their manager. 
234 managers were invited to participate in the research project. 147 managers 
responded (62.8 %) with their self evaluations. At least 1 team member of 132 of 
147 managers responded with the observer /rater evaluations. The team members 
of 15 managers did not respond. Therefore, the data from 132 leader-follower dy-
ads was available for research analysis, representing 56 .4 % of the original sample 
of invited managers. A total of 298 team members/followers participated in rating 
their leaders/managers. Data was therefore collected from a total sample of 430 
individuals. 
3.11 Pattern of Data Analysis 
The following sequence was adopted as a pattern of data analysis. 
• Data Preparation 
o Questionnaire checking: This step was taken to ensure that only 
acceptable questionnaires were used and that all unacceptable 
questionnaires like incomplete ones, ones with missing pages 
are eliminated. 
o Editing: This step was taken to correct incomplete or illegible 
answers. 
o Coding: This step was taken to code the data by way of alpha or 
numeric codes. 
o Transcribing: This step was taken to enable the data in format 
that was SPSS ready. 
o Cleaning : Questionnaires were checked for completeness and 
the following policy was adopted for assigning missing values 
■ NEO-FFI: The missing items were scored as if the neutral 
response option was selected. This was in conformance to 
the recommendation made Costa & McCrae (1992). 
■ Multifactor Leadership Questionnaire: The missing items 
were scored as if the middle of the scale response was se-
lected (3= sometimes). Avolio, Bass & Walumba (2004) did 
not specify any norms for missing values. 
■ Spiritual Transcendence Scale: The missing items were 
scored as if the neutral response was selected. Piedmont 
(2010) did not give any specific guidelines for missing val-
ues. 
■ In all cases the proportion of missing responses was within 
norms of 10% The substitution by a neutral value is justi-
fied as the mean and other statistics like correlation remain 
unaffected (Malhotra, 2007). As all the three instruments use 
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a Likert-type 5 point scale no scale transformation was 
needed (Malhotra, 2007). 
• Check on quality of measurement by establishing Cronbach's Alpha 
coefficient for all scales. This step was taken to check and establish the 
reliability of the scales used in the research. 
• Characteristics of data sample: This step was taken to establish the 
descriptive statistics on the NEO-FFI (the scale for Personality Traits, 
MLQ-5x (Multi-factor Leadership Questionnaire), STS (Spiritual Tran-
scendence Scale) for both self rating and follower rating . 
• Correlation Analysis: This step was taken to investigate the Pearson 
Correlation Coefficient between Personality Traits, Spiritual Transcen-
dence and Leadership Styles. 
• Regression Analysis: This step was taken to investigate and record the 
predictive influence of Personality Traits and Spiritual Transcendence 
with Leadership Styles. 
• Moderation Testing: This step was taken to establish the moderating 
role of Spiritual Transcendence with Personality Traits and Leadership 
Styles. 
Data analysis was performed using IBM SPSS Version 19 along with an SPSS 
compatible macro MODPROBE developed by Hayes (2011) for analysing moder-
acing relationship between variables. 
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CHAPTER 4 
Results and Interpretation 
4.1 Summary of Data collected 
132 middle managers of the organisation under study were the respondents in 
this study.They filled up the the Multifactor Leadership Questionnaire MLQ-5x, 
the NEO-FFI and Spiritual Transcendence Scale (STS). In addition, 298 subordi-
nates of the middle managers also participated in the study by filling in the ob-
server-rating versions of the Multifactor Leadership Questionnaire MLQ-5x and 
Spiritual Transcendence Scale STS. Table 4.1 summarises this information. 
Table 4.1 Summary of Data Collected 
Variable Personality Leadership Spiritual Transcendence 
Instrument NEO-FFI MLQ STS 
Respondent Leader Leader Follower Leader Follower 
Type of Rating Self Rating Self Rating j Observer Rating Self Rating Observer Rating 
Sample Size N 132 132 298 132 298 
4.2 Middle Managers' Characteristics 
The middle manager sample consisted of 114 male and 18 female managers, 
age ranging from 28 to 48 (M=37.56, SD=4.51). As regards the religious affilia-
Lions, 121 were Hindu, 4 were Christian, 3 were Sikh, 2 were Muslim, 1 was Jain, 
and 1 was an atheist. 43 managers had I follower each who gave their feedback, 
39 managers had 2 followers each giving feedback, 29 managers had 3 followers 
each giving feedback, 17 managers had 4 followers each giving feedback, 3 man-
agers had 5 follower each giving feedback, and 1 manager had 7 followers giving 
feedback. This data is presented in Table 4.2. 
The empirical research was conducted at the India-based autonomous devel-
opment centre of a large multi-national business and technology services firm. The 
entire group of 234 middle managers of India were invited to participate in the em- 
pirical research. 147 managers responded and 132 responses were valid as only 
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132 of 147 managers had at least 1 of their followers responding to the request to 
give feedback about their superiors. The mean age of the managers is 37.56 years, 
the median age being 37 years. The mean age compares well to similar leadership 
studies where the mean age was 39 (Judge & Bono, 2000) and 38 (Shao & Web-
ber, 2006). The median age of 37 years for the managers is considerably higher 
than value of 32 years in the study conducted by D'Alessio (2008) but compares 
well with median age of 39 years in the study conducted by Chatterjee & Krishnan 
(2007). 
Table 4.2 Sample Characteristics of Middle Managers (N=132) 
Gender 
Male Female 
114 18 
86.36% 13.64% 
Age(years) 
25-35 yrs 36-45yrs 46-50 yrs Mean SD Skewness Min/Max 
44 80 8 
37.56 4.51 0.291 28/48 33.33% 60.60% 6.06% 
Religion 
Hindu Christian Muslim Sikh Jain Atheist Others 
121 4 2 3 I 1 0 
91.66% 3.03% 1.51% 2.27% 0.75% 0.75% 0% 
No.of Followers(Suhordinates) Responding 
1 follower 2 followers 3 followers 4 followers 5 followers 6 followers 7 followers 
43 39 29 17 3 0 1 
32.57% 29.54% 21.96% 12.87% 2.27% 0% 0.75% 
4.3 Subordinates' (followers') Characteristics 
Followers' sample consisted 227 male and 69 female employees, age ranging 
from 22 to 48 (M=31.94, SD=4.55). The followers have worked with the managers 
for whom they have given feedback for an average duration of 28.45 months 
(SD=20.79) and the follower perception of how well they know the manager on a 7 
point rating scale (l =not at all to 7=excellent) has a mean value of 5.44 (5=fair and 
6=very well). The follower profile is presented in Table 4.3. 
Table 4.3 Sample Characteristics of Subordinates (Followers) 
Gender(N=298) 
Male Female No Response 
227 69 2 
76.17% 23.15% 0.67% 
Age(yts)(N=279) 
22-30 
yrs 
31-40 
yrs 	, 41-50 yrs 
No 
response Mean SD 
Skew- 
• Hess Min-Mat. 
1l1 158 19 
37.42% 53.02% 6.37% 19 31.94 4.55 0.428 22.48 
Duration of assuciation(months}{N=294) 
1-5 moo 
6-18 
mOn 
19-36 
mon 36+mon 
No 
response 
Mean SD 
Skew- 
ness Min-Max 11 116 91 76 4 
3.69% 38.92% 30.55% 25.50% 1.34% 28.45 20.79 1.021 2-108 
Followers perception of how well they know the leader( 7 point scaled)(N=295) 
Not at 
all(1) 
Not 
wel](2) 
Some- 
what(3) 
Casual- 
ly(4) Fair(5) 
Very 
Wel](6) 
Excellent 
(7) 
No 
response 
Mea 
n SD 
Skew-
ness 
0 I 15 8 120 130 21 3 
0% 0.33% 5.03% 2.64% 40.26% 43.26% 7,04% 1% 5.44 0.88 -0.938 
In the follower sample of 298 respondents 279 provided information about 
their age. The mean age is 31.94 years and the median age is 32 years. The average 
duration of association is 28.45 months and the skewness ratio of 1.021 indicates a 
positive skew with the maximum duration being 108 months. The range of 106 
months indicates a wide variation of the duration of association though only 3.69% 
of the respondents had duration of association less the 6 months, which was the 
prescribed minimum criterion for completing the survey as a follower. Singh & 
Krishnan (2007) reported duration of association of 5.28 years in their study which 
is considerably more than the current study. Piedmont (2010) had reported a mean 
period of association between respondent and subject of 108 months (9 years). The 
follower responded to the question of how 'well they know the manager on a 7 
point scale I `not at all' to 7 `excellent.' This mean score of 5.44- is lower than 6.23 
reported by Piedmont (2010). 
It appears reasonable to infer that the characteristic of the sample in the current 
study was comparable to the characteristics of some of samples in similar leader-
ship studies (Singh & Krishnan, 2007; Piedmont, 2010). 
4.4 Descriptive Statistics on Leadership Styles, Personality Traits 
and Spiritual Transcendence 
The descriptive statistics of the facets(micro-variables) of Leadership Styles as 
well as those of the Leadership Styles themselves collected through the MLQ-5x 
(self-rating) are presented in Table 4.4-A 
Table 4.4-A Descriptive Statistics on Leadership Styles and facets (self-rating) 
Leadership Style/Facet Mean Std. (a) (b) (b-a) Deviation Minimum Maximum Range 
Laissez-faire(LF) 0.3561 .40172 .00 2.00 2.00 
Management-by- 
Exception Passive 0.8523 .57786 .00 2.75 2.75 
(MB EP) 
Management-by- 
Exception Active 2.6098 .84158 .00 4.00 4.00 
(MBEA) 
Contingent Reward(CR) 3.0852 .54109 1.50 4.00 2.50 
Intellectual 3.2765 .51342 1.50 4.00 2.50 Stimulation(IS) 
Inspirational 3.3693 .43845 2.00 4.00 2.00 Motivation (IM) 
Individualized 
3.1932 .51559 1.25 4.00 2.75 Consideration (IC) 
Idealized Influence 
3.0582 .53689 1.25 4.00 2.75 Attributed (11A) 
Idealized Influence 3.1818 .58291 1.25 4.00 2.75 Behavior (I15) 
Extra Effort (EE) 3.0758 .55806 1.67 4.00 2.33 
Effectiveness (EFF) 3.3220 .48403 1.50 4.00 2.50 
Satisfaction{SAT) 3.2803 .52151 2.00 4.00 2.00 
Passive Avoidant 0.6042 .37680 .00 1.63 1.63 Leadership (PAL) 
Transactional 2.8475 .53399 1.50 3.88 2.38 Leadership (TcL) 
Transformational 3.2178 .38696 2.05 3.95 1.90 Leadership (TfL) 
The descriptive statistics on the Leadership Styles and their facets was com-
pared with the self-rating data generated by Avolio, Bass & Walumbwa (2004) in 
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their validation study. Significant differences were observed with respect to the 
Laissez-faire scores of the current data (0.3561) which was considerably lower 
than Laissez-faire scores of the normative/validation data (0.61) and Management-
by-Exception Active scores of 2.6098 for the current data vis-a-vis 1,58 for the 
normative/validation data. This finding suggested that managers when rating them-
selves believed that they demonstrated the lesser quantum of Laissez-faire beha-
vior and a higher quantum of Management-by-Exception Active behaviour. A pre-
liminary inference could be that organization encourages an interventionist culture 
of leadership that was transactional in nature. This inference was strenghthened by 
the fact the score of Contingent Reward are similar (3.08-current study vs. 2.99-
validation study). 
The descriptive statistics on the Big-Five Personality Traits as collected 
through the NEO-FFI are presented in Table 4.4-B. 
Table 4.4-B Descriptive Statistics on Personality Traits (self-rating) 
Personality Traits Mean Std. Deviation 
(a) 
Minimum 
(b) 
Maximum 
(b-a) 
Range 
Neuroticism 1.3138 .51224 .33 3.00 2.67 
Extraversion 2.8636 .46315 1.17 3.83 2.67 
Openness to Experience 2.3624 .46688 1.33 3.75 2.42 
Agreeableness 2.6585 .39757 1.50 3.67 2.17 
Conscientiousness 3.2879 .50004 1.17 4.00 2.83 
The results are interesting when compared with personality data generated by 
Judge & Bono (2000) and Shao & Webber (2006) in their studies of U.S and Chi-
nese leaders respectively. Judge & Bono (2000) adopted a 7 point scale in their 
study. Shao & Webber (2006) had transformed the score of U.S sample means to 
5-point scale to allow for better comparision. A three way comparision indicates 
that Indian managers are low on Neuroticism ( 1.31 as compared to 2.25-U.S and 
2.76-China) ; low on Extraversion (2.86 as compared to 3.6-U.S and 3.17-China) ; 
low on Openness to Experience ( 2.36 as compared with 3.49-U.S and 3.16-China) 
; low on Agreeableness ( 2.65 as compared with 3.69-U.S and 3.31-China); and 
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comparable on Conscientiousness (3.28 as compared with 3.73-U.S and 3.47-
China). 
It may be appropriate to infer that Indian managers like the U.S and Chinese 
leaders rated themselves lower on Neuroticism and higher on the other four Perso-
nality Traits. 
The descriptive statistics on the facets of Spiritual Transcendence are presented 
in Table 4.4-C. 
Table 4.4-C Descriptive Statistics on Spiritual Transcendence (self-rating) 
Facets of Spiritual 
Transcendence Mean 
Std. 
Deviation 
(a) 
Minimum 
(b) 
Maximum 
(b-a) 
Range 
Prayer Fulfillment 3.6947 .70595 1.20 5.00 3.80 
Universality 3.9221 .57452 2,57 5.00 2.43 
Connectedness 3.5354 .61299 1.50 5.00 3.50 
Spiritual Transcendence 3.7174 .48710 2.36 4.79 2.43 
Piedmont (2010) in his validation studies had used the overall score rather than 
mean value for each facet. The mean values of the current data were converted to 
overall scores and compared with Peidmont's (2010) data. Indian managers were 
high on Prayer Fulfillment (39.94 vs 34.43-Piedmont); high on Universality (27.45 
vs 24.39-Piedmont); marginally higher on Connectedness (21.18 vs 21.09-
Piedmont); and overall high on Spiritual Transcendence (85.5 vs 79.35-Piedmont). 
Piedmont & Leach (2002) had conducted another set of validation studies in 
India. They found that the Indian sample had .a higher score on Prayer Fulfilhnent 
while the score of Universality and Connectedness were comparable to the data on 
American college students. As these results were obtained with an earlier version 
of Spiritual Transcendence Scale (STS) they are not comparable with the current 
data. 
Prima facie, it may be inferred that in the current sample, managers seem to 
demonstrate higher than average Spiritual Transcendence. 
The descriptive statistics on the facets (micro-variables) of Leadership Styles 
as well as those of the Leadership Styles themselves collected through the MLQ-5x 
(observer-rating) are presented in Table 4.4-D. 
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Table 4.4-D Descriptive Statistics on Leadership Styles and facets (follower-
rating) 
Lead 	Styles and facets Mean 
Std. (a) (b) (b-a) 
Deviation Minimum Maximum Range 
Laissez Faire(LF) 0.5834 .55577 .00 3.00 3.00 
Management-by-Except ion 
1.0465 .62389 .00 3.00 3.00 
Passive (MBEP) 
Management-by-Exception 
2,5330 .68462 .75 4.00 3.25 
Active (MBEA) 
Contingent Reward(CR) 2,7995 .63914 .75 4.00 3.25 
Intellectual Stimulation(IS) 2.7563 .57298 1.00 4.00 3.00 
Inspirational Motivation(IM) 2.9659 .60564 .75 4.00 3.25 
Individualized Consideration(IC) 2.4806 .70664 08 4.00 3.92 
Idealized influence 
2.7588 .67225 .50 4.00 3.50 
Attributed(IIA) 
Idealized Influence 
2.7229 .58760 .50 4.00 3.50 
Behavior(ttB) 
Extra Effort (EE) 2.8257 .72988 .17 4.00 3.83 
Effectiveness (EFF) 3.0704 .64258 1.00 4.00 3.00 
Satisfaction(SAT) 3.0541 .65411 1.00 4.00 3.75 
Passive Avoidant 
0.8149 .51238 .00 3.00 3.00 
Leadership(PA L) 
Transactional Leadership (TcL) 2.6673 .53622 1.18 4.00 2.82 
TransformationalLeadership(TfL) 2.7369 .53665 .92 4.00 3.08 
The ratings of Leadership Styles by the followers of the managers in the current 
research indicates similar mean scores with the validation data for the mean ob- 
server ratings (lower level) investigated by Avolio, Bass & Walumbwa (2004). The 
significant difference is observed in the Management-by-Exception Active (MBEA) 
mean (2.58-current data vs. 1.67-validation data). This observation reinforced the 
inference that organisation encouraged an MEEA culture ensuring compliance with 
rules and regulations. Further investigations into the nature of work in the organi-
sation indicated the need for strict adherence to systems and procedures. 
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4.5 Self vs. Follower Rating in Leadership Assessment 
Self-other rating agreement typically is defined as the degree of agreement or 
congruence between self ratings and the ratings of others in the workplace-
superiors, peers, and subordinates (Fleenor, McCauley & Brutus, 1996). 
Table 4.5-A presents a comparison of the means of self versus follower rating 
of the various Leadership Facets under the three primary Leadership Styles. A 
prima facie examination of the data indicated that there was no match between the 
mean scores of the self and other rating. The paired-samples T-test results are dis-
played. These also indicated that with the exception of the leadership behavior 
Management-by-Exception Active, all other leadership reported significant differ-
ences between self and follower rating. 
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Table 4.5-A Leadership Styles/facets paired samples statistics 
Leadership Style/Facet 
(F=followver,S=self) Mean 
Std. 
Deviation t 
Sig' 
(2 tailed) 
Pair l F Laissez-faire S Laissez-faire 
.5834 
.3561 
.55577 
3.896 .000 .40172 
Pair 2 
F Management- 
by-Exception Passive 
1.0465 .62389 
2.582 .011 
.57786 
S Management- 	
.8523 
by-Exception Passive 
Pair 3 
F Management- 
by-Exception Active 
S Management- 
by-Exception Active 
2.5330 
2.6098 
.68462 
- 867 .387 
.84158 
Pair 4 
F Contingent Reward 
S Contingent Reward 
2.7935 
3.0852 
.64049 
4.360 .000 
.54109 
Pair 5 
F Intellectual Stimulation 
S intellectual Stimulation 
2.7563 
3.2765 
.57298 
-7.759 .000 
.51342 
Pair 6 
F Inspirational Motivation 
S Inspirational Motivation 
2.9659 
3.3693 
.60564 
-6.452 .000 
.43845 
Pair 7 
F Individualized 
Consideration 
S Individualized 
Consideration 
2.4806 
3.1932 
.70664 
-9.020 .000 
.51559  
F Idealized Influence 
Pair 8 
Attributed 
S Idealized Influence 
Attributed 
2.7588 
3.068? 
.67225 
4.518 .000 
.53689 
Pair 9 
F Idealized Influence 
Behaviour 
S Idealized Influence 
Behavior 
2.7229 
3.1818 
.58760 
-6.538 .000 
.58291 
Pair 10 
F Extra Effort 
S Extra Effort 
2.8257 
3.0758 
.72988 
-3.090 .002 
.55806 
Pair 11 
F Effectiveness 
S Effectiveness 
3.0704 
3.3220 
.64258 
3.576 .000 
.48403 
Pair 12 
F Satisfaction 
S Satisfaction 
3.0771 
3.2803 
.72657 
-2.663 .009 
.52151 
Pair 13 
F Passive Avoidant 
Leadership 
S Passive Avoidant 
Leadership 
.8149 
.6042 
.51238 
3.763 .000 
.37680 
Pair 14 
F Transactional 
Leadership 
S Transactional 
Leadership 
2,6632 
2.8475 
.53625 
-3.099 .002 
.53399 
Pair 15 
F Transformational 
Leadership 
S Transformational 
2.7369 .53665 
-8.639 .000 
Leadership 3.2178 .38696  
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It is noted that for facets Laissez-faire and Management-by-Exception Pas-
sive the leaders score themselves lower than the followers whereas for all the other 
facets leaders score themselves as higher than the followers. There are two possible 
explanations for this difference. The factor of social desirability impels leaders to 
rate themselves higher on social desirable behaviours and lower on socially unde-
sirable behaviours. The evidence for this is seen in the lower scores of the self rat-
ing of leaders for the socially undesirable factors of leadership viz. Laissez-faire 
(0.3561 for self versus 0.5834 for other rating) and Management-by-Exception 
Passive (0.8523 for self rating versus 1.0465 for other rating). In the case the re- 
maining facets i.e Management-by-Exception Active, Contingent Reward, Intellec- 
tual Stimulation, Inspirational Motivation, Intellectual Stimulation, Individualized 
Consideration and idealised influence (Attributed and Behaviour) the self-rating 
scores are consistently higher than the scores of the other-rating. 
The second possible reason is the influence of implicit leadership theories on 
leadership perception and attribution (Hartog et al. 1999). Phillips and Lord (1981) 
demonstrated that implicit theories of leadership could best be understood in terms 
of cognitive categorization processes. Categorization involves the classification of 
non-identical perceived stimuli into categories or groups based on similarities with 
stimuli in the same category and differences with stimuli in other categories 
(Rosch, 1978). The process of categorization reduces the complexity of the exter-
nal world by organizing information about an infinite number of stimuli into a 
smaller number of categories. It permits symbolic representation of the world in 
terms of the labels given to the categories and provides people with a system of 
shared names (labels) which allows for communication and exchange of informa-
tion about the categorized entities (Cantor & Mischel, 1979). 
Therefore, it is argued that observer rating is to be discarded as it is influenced 
by implicit leadership theories which bias the rating. On the other hand it is also 
argued that leaders self rating is biased toward socially desirable scores. 
In the current study, both the observer and self ratings of Leadership Styles 
have been independently analysed in conjunction with self-rating of Personality 
Traits and self-rating of Spiritual Transcendence to enable interpretation and as-
sessment of the both perspectives. 
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4.6 Reliability Scores of Scales 
As Huck (2012) stated "Most of the time, researchers simply reiterate the relia-
bility evidence gathered earlier by previous researchers who developed or used the 
same instrument. Researchers who make the extra time to assess the reliability of 
the data gathered in their own investigation deserve credit for knowing that relia-
bility ought to be reestablished in any current study." The norms for the acceptable 
values of the measure of internal consistency, Cronbach's Alpha as provided by 
George and Mallory (2003) are presented in Table 4.6 
Table 4.6 Norms of Cronbach's Alpha 
Cronbach's Alpha Internal Consistency 
a > .9 Excellent 
.9>a?.8 Good 
.8 > a > .7 Acceptable 
.7 > a > .6 Questionable 
Poor 
.5 <a Unacceptable 
4.6.1 Reliability Score of Multifactor Leadership Questionnaire (self-rating) 
The Cronbach's alpha reliability coefficients of the individual scales of 
MLQ5x are presented in Table 4.6.1-A. The reliability scores had ranged from 
0.235 to 0.767. 
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Table 4.6.1-A Reliability Score of MLQ 5x Self-Rating Data of Leaders 
Detail Reference Rajshekar (2012) 
Avolio & Bass 
(2004) 
Chatterjee & 
Krishnan 
(2007) 
Sample Size N= 132 N=3755 N=8I 
Cronbach's 
Alpha for all 
scales in MLQ 
based on leader 
self rating 
LF 0.235 0.6 NA 
MBE-P 0.475 0.64 NA 
MBE-A 0.767 0.75 NA 
CR 0.36 0.6 NA 
IIA 0.394 0.7 0.67 
HB 0.655 0.64 0.64 
IC 0.295 0.62 0.63 
IM 0.636 0.76 0.64 
IS 0.586 0.64 0.69 
EE 0.53 0.79 NA 
EFF 0.676 0.67 NA 
SAT 0.432 0.78 NA 
Legend: LF=Laissez -faire; MBEP=Manangement-by-Exception Passive; MBEA= Management-
by-Exception Active ; CR = Contingent Reward ; IIA= Idealised Influence-Attributed IIB= Ideal-
ised lnfbsence-Behaviour; IC= Invidualized Consideration; tM= Inspirational Motivation;IS = 
Intellectual Stimulation; EE= Extra Effort ; EFF= Efectiveness; SAT=Satisfaction 
The reliability scores of Inspirational Motivation (0.636), Idealised Influence-
Behaviour (0.655), Intellectual Stimulation (0.586), and Management-by-
Exception Active (0.767) were at acceptable levels. However Management-by-
Exception-Passive (0.475), Idealised Influence-Attributed (0.394), Individualized 
Consideration (0.295), and Laissez Faire (0.235) were lower than the acceptable 
limit. 
However, for the purposes of the current study, wherein the dependent vari-
able was the Leadership Style i.e Transformational, Transactional and Passive-
Avoidant Leadership and not the Leadership Facets (micro-variable of dependent 
variable) i.e Laissez faire, Management-by-Exception Passive, Management-by-
Exception Active, Contingent Reward, Idealised Influence (Attributed and Iehav-
iour), Intellectual Stimulation, Inspirational Motivation, and Individualised Con-
sideration, the reliability score of the Leadership Styles assumes greater impor-
tance than that of the individual Facets. 
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The value of Cronbach's alpha coefficient of reliability for consolidated con-
structs of the three Leadership Styles viz. Passive-Avoidant Leadership, Transac-
tional Leadership, and Transformational Leadership, ranged from 0.443 to 0.819. 
Table 4.6.1-B presents those details: 
Table 4.6.1-B Reliability Scores of Leadership Styles (self-rating) in MLQ-5x 
Reference  Rajshekar (2012) D'Alessio (2008) 
Detail 
Sample Size N= 132 N= 500 
Passive-Avoidant Leadership 0,443 0.559 
Cronbach's Al- (LF+MBEP) 
pha for Consoli- 
dated Scales from 
M.LQ based on Transactional 0.627 0.579 
leader Leadership (MBEA+CR) 
(self rating) 
Transformational 0.819 0.8 Lead ershi p(IM+IS+IC+IIA+IIB) 
Both Transformationa! (0.819) and Transactional (0.627) Leadership styles 
recorded acceptable levels of reliability scores while Passive Avoidant Leadership 
(0.443) demonstrated a reliability score lower than the acceptable level. 
With respect to the outcomes of leadership Effectiveness (0.676), Extra Effort 
(0.53) and Satisfaction (0.432) demonstrated decreasing levels of reliability scores, 
the first being acceptable, the second questionable and the third unreliable. 
4.6.2 Reliability Scores of Spiritual Transcendence and facets (self-rating) 
The Cronbach's alpha reliability score for Spiritual Transcendence as well as 
the Facets of Spiritual Transcendence ranged from 0.502 to 0.882. The reliability 
scores are presented in Table 4.6.2. 
Table 4.6.2 Reliability Scores for Spiritual Transcendence and facets 
Detail 
Reference Rajshekar (2012) Peidmont(2010) 
Sample Size N=132 N-2999 
Cronbach's Alpha for 
Spiritual Transcen- 
deuce Scale(STS) based 
on Leader self-rating 
Prayer Fulfillment 0.882 0.95 
Universality 0,745 0.86 
Connectedness 0.502 0.6 
Spiritual Transcendence 0.864 0.93 
The reliability scores of the Spiritual Transencendence Scale and its facets viz., 
Prayer Fulfilment and Universality indicated adequate (acceptable to good) levels 
of reliability. The other facet i,e. Connectedness recorded a comparatively lower 
reliability score (0.502). Piedmont (2010) says that historically the Connectedness 
scale has shown a lower level of consistency conjecturing that this dimension of 
spirituality is by nature relatively complex and therefore measures of internal con-
sistency may underestimate its reliability. 
4.6.3 Reliability Score of NEO-FFI Scale (self rating) 
The reliability score of NEO-FFI (self-rating) is presented in Table 4.6.3. 
Table 4.6.3 Reliability Score of NEO-FFI (self-rating) 
Study Rajshekar Costa & D'Alcssio Shao & (2012) McCrae(1992) (2008) Webber(2006) 
Sample Size 132 1539 500 191 
Detail NEO-Pl- Scale NEO-FFI NEO-PI-R R NEO-P1-R 
No of Items 60 240 240 240 
Neuroticism 0.703 0.92 0.92 0.92 
Cronbach's Exraversion 0.716 0.89 0.88 0.89 
Alpha for Openness to 0.628 0.87 0.79 0.87 Personality Ex erience 
Traits Agreeableness 0.522 0.86 0.82 0.86 
Conscientiousness 0.831 0.9 0.89 0.9 
McCrae and Costa (p.54, 1992) noted that "On an average the shorter scales of 
the NFO-FFI appear to account for about 85% as much variance in the convergent 
criteria as do factor scores. As is true in all cases where abbreviated scores are 
112 
formed, some precision is traded for speed and convenience." The reliability 
scores of NEO-FFI in the current study were lower than NEO-PI-R reliability 
scores reported in literature but still within the acceptable range except for Agree-
ableness which had a reliability score of 0.522. Hull et al. (2010) conducted an 
extensive investigation and examined the reliability and structural validity in a 
large sample of young Jamaican adults (N=1021, ages 17-24 years) and reported 
the following alpha reliability scores: Neuroticisrn=0.65, Extraversion=0.58, 
Openness to Experience=0.30, Agreeatlness=0.62, and Con scientiosness=0.83. 
The gap between the reliability of Agreeableness in the current study and as re-
ported by Hull (2010) reduced. It appeared reasonable to accept that all the scales 
of the Personality Traits of NEO-FFI were reliable except for Agreeableness 
which dips below acceptable levels. 
4.6.4 Reliability Score of MLQ5x (follower rating) 
The Cronbach's alpha reliability coefficients of the individual scales of 
MLQ5x are presented in Table 4.6.4-A. The reliability scores had ranged from 
0.568 to 0.834. 
Table 4.6.4-A Reliability Score of MLQ-5x Follower Rating Data for Lead-
ers 
Detail 
Study Rajshekar(2012) Avolio & Bass (2004) 
Sample N=298 N=! 2l18 
Cronbach's Alpha 
for all scales of MLQ 
based on 
follower(observer) 
rating 
LF 0.614 0.74 
MBEP 0.568 0.7 
MBEA 0.706 0.74 
CR 0.754 0.73 
IIA 0.711 0.77 
IIB 0.646 0.7 
IC 0.688 0.8 
IM 0.748 0.83 
IS 0.72 0.75 
EE 0.774 0.84 
EFF 0.834 0.84 
SAT 0.61 0.84 
Legend: LF=Laissez Faire; MBEA=Manangement-by-Exception Passive; MBEA= Management-
by-Exception Active ; CR= Contingent Reward ; IIA= Idealised Influence-Attributed IIB= Ideal-
ised Influence- Behaviour : IC= Invidualized Consideration; IM= Inspirational Motivation;IS = 
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The Cronbach's alpha reliability coefficients of the Leadership Styles based on 
consolidation of scale of MLQ5x are presented in Table 4.6.4-B. The reliability 
scores had ranged from 0.718 to 0.915. 
Table 4.6.4-B Reliability of Leadership Styles (follower-rating) in MLQ 5x 
Detail 
Study Rajshekar 2012 
Sample Size N=298 
Cronbach's Alpha for 
Passive-Avoidant Leadership 0.718 
Transactional Leadership 0.747 Leadership Styles based on 
follower rating 
Transformational Leadership 0,915 
It is noted from the Table 4.6.4-B that the reliability scores of the Leadership 
Styles were acceptable in the case of Passive-Avoidant Leadership and Transac-
tional Leadership and excellent for Transformational Leadership. 
4.7 Phase 1: Correlation and Regression Analysis with Self-Rating 
of Leadership Styles 
The first phase of the data analysis utilises data from the self-ratings of Leader-
ship Styles as well as the self-ratings of Personality Traits and Spiritual Transcen-
dence. 
4.7.1 Correlation Analysis of Extraversion with Leadership Styles (self-rating) 
Table 4.7.1 presents the correlation analysis of Extr-aversion with Leadership 
Styles. 
Table 4.7.1 Correlations of Extraversion with Leadership Styles (self-rating) 
Passive-Avoidant Transactional Transformational 
Variable Extraversion 
Leadership Leadership Leadership 
Extraversion 1 
Passive-Avoidant 
-.116  
Leadership 
Transactional 
.138 -.036 1 
Leadership 
Transformational 
.428 -.125 .432" 
Leadership 
**. Correlation is significant at the 0.01 level (2-tailed). 
Extraversion was positively related to Transformational Leadership demon-
strating a Pearson Correlation Coefficient of 0.428. However, in the analysis with 
Transactional and Passive-Avoidant leadership, Extraversion did not demonstrate 
statistically significant correlations. 
Hypothesis l(al) stated that Extraversion is positively related to Transfot-rna- 
tional Leadership. The correlation analysis supported Hypothesis 1(al). On the 
other hand, Hypothesis 1(bl) stated that Extraversion is positively related to 
Transactional Leadership and Hypothesis 1(c 1) stated that Extraversion is nega-
tively related to Passive Avoidant Leadership. The correlation analysis did not 
support Hypothesis 1(bl) and Hypothesis 1(cl). 
D'Alessio (2008) obtained the following Pearson Correlation Coefficients for 
Extraversion with leadership styles: Transformational Leadership (0.400); Trans-
actional Leadership (0.152); and Passive-Avoidant leadership (-0.166) for leaders 
in Peru. 
Therefore, we infer that Extraversion has a very strong correlation with Trans-
formational Leadership as both the current study and D'Alessio's study recorded 
high correlations (0.400 and 0.428 respectively). 
This implies that extraverted managers demonstrating Warmth, Gregariosness 
Assertiveness, Activity and Positive Emotions are more likely to also demonstrate 
Transformational Leadership behaviours like Inspirational Motivation, Intellectual 
Stimulation, Individualized Consideration and Idealised Influence (Attributed and 
Behavior). Further, the implication of the non-correlation of Transactional and 
115 
PassiveAvoidant Leadership with Extraversion is that we must seek to understand 
these leadership styles through the other personality traits like Neuroticism, Open-
ness to Experience, Agreeableness and Conscientiosness as well as Spiritual Tran-
scendence. 
4.7.2 Correlation Analysis of Neuroticism with Leadership Styles (self-rating) 
Table 4.7.2 presents the correlation analysis of Neuroticism with Leadership 
Styles. 
Table 4.7.2 Correlations of Neuroticism with Leadership Styles (self-rating) 
Passive-Avoidant Transactional Transformational 
Variable Neuroticism 
Leadership Leadership Leadership 
Neuroticism 
Passive-Avoidaut 
190' 1 
Leadership 
Transactional 
.009 -.036 t 
Leadership 
Transformational 
-.238 -.125 .432" 1 
Leadership 
x. Correlation is significant at the 0.05 level (2-tailed). 
**. Correlation is significant at the 0.01 level (2-tailed). 
Neuroticisrn demonstrated a negative relation with Transformational Leader-
ship with a Pearson Correlation Coefficient of -0.238. Further it was observed that 
Neuroticism demonstrated a positive relation with Passive-Avoidant Leadership 
with a Pearson Correlation Coefficient of 0.190. It was observed that Neuroticism 
does not demonstrate a statistically significant correlation with Transactional 
Leadership. 
In Hypothesis 2(al) it was stated that Neuroticism is negatively related to 
Transformational Leadership. The Pearson Correlation Coefficient of -0.238 be-
tween Neuroticisin and Transformational Leadership clearly supported Hypothesis 
2(al). Further it was stated in Hypothesis 2(cl) that Neuroticisin is positively re-
lated to Passive-Avoidant Leadership. The Pearson Correlation Coefficient of 
0.190 between Neuroticism and Transformational Leadership supported Hypothe- 
sis 2(c l). Finally Hypothesis 2(bl) stated that Neuroticism is negatively related to 
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Transactional Leadership. The Pearson Correlation Coefficient of 0.008 was not 
statistically significant and hence this finding did not support Hypothesis 2(bl). 
D'Alessio (2008) obtained the following Pearson Correlation Coefficients for 
Neuroticisrn with Leadership Styles: Transformational Leadership (-0.2I4); and 
Passive Avoidant Leadership (0.267): We infer that the current study validated the 
direction and strength of correlation in both cases (Transformational and Passive 
Avoidant Leadership). It was also noted that Transactional Leadership demon-
strated no statistically significant correlation in both the studies. 
The finding implies that a neurotic personality is highly likely not be a dy-
namic and transformational leader and very likely to be a passive-avoidant leader 
who shies away from decision making and taking charge. 
4.7.3 Correlation Analysis of Openness to Experience with Leadership Styles 
(self-rating) 
Table 4.7.3 presents the correlation matrix of Openness to Experience with 
Leadership Styles. 
Table 4.7.3 Correlations of Openness to Experience with Leadership Styles 
(self-rating) 
Passive- 
Openness to Transactional Transformational 
Variable Avoid ant 
Experience Leadership Leadership 
Leadership 
Openness to Expe- 
rience 
Passive-Avoidant 
-.175 1 
Leadership 
Transactional 
-.047 -.036 1 
Leadership 
Transformational 
.411 -.125 .432 l 
Leadership 
*. Correlation is significant at the 0.05 level (2-tailed). 
**. Correlation is significant at the 0.01 level (2-tailed). 
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Openness to Experience demonstrated a positive relation with Transforma-
tional Leadership with a Pearson Correlation Coefficient of 0.411. Further, Open-
ness to Experience demonstrated a negative relation with Passive Avoidant Lead-
ership with a Pearson Correlation Coefficient of -0.175. Openness to Experience 
did not demonstrate any statistically significant correlation with Transactional 
Leadership. 
It was stated in Hypothesis 3 (al) that Openness to Experience is positively re-
lated to Transformational Leadership.The Pearson Correlation Coefficient of 0.411 
between Openness to Experience and Transformational Leadership clearly lends 
support to Hypothesis 3(al). Further it was stated in Hypothesis 3(c]) that Open-
ness to Experience is negatively related to Passive-Avoidant Leadership. The Pear-
son Con-elation Coefficient of -0.I75 between Openness to Experience and Pas-
sive-Avoidant Leadership lent support to Hypothesis 3(cl). Finally in Hypothesis 
3(bl) it is stated that Openness to Experience is positively related to Transactional 
Leadership. The Pearson Correlation Coefficient of -0.047 between Openness to 
Experience and Transactional Leadership was statistically insignificant. Therefore, 
Hypothesis 3(bl) was not supported. 
Judge & Bono (2000) stated that the evidence in favour of the positive correla-
tion of Openness to Experience with Transformational Leadership was inconclu-
sive whereas Shao & Webber (2006) found no correlation at all. Likewise 
D'Alessio (2008) found no correlation of Openness to Experience with Transfor-
mational Lleadership as well as the other two styles. 
The implication is that our finding was insightful and contributed to additional 
understanding of impact of Openness to Experience on leadership behaviour as it 
differed from the findings of Judge & Bono (2000), Shao & Webber (2006), and 
D'Alessio (2008). 
4.7.4 Correlation Analysis of Agreeableness with Leadership Styles (self-
rating) 
Table 4.7.4 presents the correlation analysis of Agreeableness with Leadership 
Styles. 
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Table 4.7.4 Correlations of Agreeableness with Leadership Styles (self-rating) 
Passive 
Transactional Transformational 
Variable Agreeableness Avoidant 
Leadership Leadership 
Leadership 
Agreeableness 1 
Passive Avoidant 
-.131 l 
Leadership 
Transactional 
-.121 -.036 1 
Leadership 
Transformational 
-.002 -.125 .432** 1 
Leadership 
. Correlation is significant at the 0.01 level (2-tailed). 
Agreeableness did not demonstrate statistically significant correlations with 
Transformational Leadership, Transactional Leadership and Passive-Avoidant 
Leadership. 
It was stated in Hypothesis 4(al) that Agreeableness is positively related to 
Transformational Leadership. The Pearson Correlation Coefficient of -0.002 be-
tween Agreeableness and Transformational Leadership was statistically insignifi-
cant and therefore Hypothesis 4(a I) was not supported. Hypothesis 4(bl) stated 
that Agreeableness is positively related to Transactional Leadership. The Pearson 
Correlation Coefficient of -0.121 between Agreeableness and Transactional Lead-
ership was statistically insignificant. Therefore Hypothesis 4(bl) did not find sup-
port. Finally in Hypothesis 4(cI) it was stated that Agreeableness is negatively re-
lated to Passive-Avoidant Leadership. The Pearson Correlation Coefficient of - 
0.131 between Agreeableness and Passive-Avoidant Leadership was statistically 
insignificant and did not lend support to Hypothesis 4(cl). 
Agreeableness had a significant correlation with Transformational Leadership 
(0.27) in the study of Judge & Bono (2000) and no correlation at all in the study of 
Shao & Webber (2006). D'Alessio (2008) found that Agreeableness had not corre-
lation at all with any of the Leadership Styles. 
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Therefore, the finding of the current study that Agreeableness was not corre-
lated to any of the Leadership Styles was not surprising. The implications are inter-
esting though. Agreeableness comprises of 6 facets viz., Trust, Straightforward-
ness, Altruism, Compliance, Modesty and Tendermindedness. The finding in this 
study indicates that these facets of Agreeableness do not seem have any impact on 
the leadership capabilities of a manager. This finding merits further exploration 
and investigation by other researchers. 
4.7.5 Correlation Analysis of Conscientiousness with Leadership Styles (self-
rating) 
Table 4.7.5 presents the correlation analysis of Conscientiousness with Leader-
ship Styles. 
Table 4.7.5 Correlations of Conscientiousness with Leadership Styles (self-
rating) 
Variable Conscientiousness 
Passive 
Avoidant Transactional Transformational 
Leadership Leadership Leadership 
Conscientiousness 1 
Passive Avoidant 
-.344" 1 
Leadership 
Transactional 
.204 -.036 l 
Leadership 
Transformational 
.319 -.125 .432" 
Leadership 
**. Correlation is significant at the 0.01 level (2-tailed). 
. Correlation is significant at the 0.05 level (2-tailed). 
Conscientiousness demonstrated a positive relation with Transformational 
Leadership with a Pearson Cot-relation Coeffiecient of 0.319. Conscientiousness 
demonstrated a positive relation with Transactional Leadership with a Pearson 
Correlation Coefficient of 0.204. Conscientiousness also demonstrated a negative 
relation with Passive-Avoidant Leadership with a Pearson Correlation Coefficient 
of -0.344. 
It was stated in Hypothesis 5(al) that Conscientiousness is positively related to 
Transformational Leadership, The Pearson Correlation Coefficient of 0.319 be- 
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tween Conscientiosness and Transformational Leadership lends support to Hy-
pothesis 5(a1). Hypothesis 5(b 1) stated that Conscientiousness is positively related 
to Transactional Leadership. The Pearson Correlation Coefficient of 0.204 be-
tween Conscientiousness and Transactional Leadership supports Hypothesis 5(b l). 
Finally, Hypothesis 5 (cl) stated that Conscientiousness is negatively related to 
Passive-Avoidant Leadership. The Pearson Correlation Coefficient of -0.344 be-
tween Conscientiousness and Passive-Avoidant Leadership supports Hypothesis 
5(cl). 
D'Alessio's (2008) study showed that Conscientiousness demonstrated the 
strongest and most consistent correlation with the leadership styles: Transforma-
tional Leadership (0.426); Transactional Leadership (0.430); and Passive-
Avoidant Leadership (-0.354). Likewise the current study too demonstrated similar 
findings. However, in the both of studies of Judge & Bono (2000) and Shao & 
Webber (2006) Conscientiousness did not exhibit any relationship with any of the 
Leadership Styles. 
The facets of Conscientiosness are Competence, Order, Dutifitlness, Achieve-
ment-Striving, Self-discipline, and Deliberation. Transformational and Transac-
rional Leadership behaviours are more likely to be demonstrated when a manager 
scores high on Conscientiousness. On the other hand when an individual scores 
low on Conscientiosness, there is a greater likelihood that Passive-Avoidant Lead-
ership will be demonstrated. 
4.7.6 Correlation Analysis of Spiritual Transcendence and facets with Leader-
ship Styles (self-rating) 
Table 4.7.6-A presents the correlation analysis of Spiritual Transencendence 
with Leadership styles. 
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Table 4.7.6-A Correlations of Spiritual Transcendence with Leadership 
Styles (self-rating) 
Spiritual Passive- Transactional Transformational Variable Transcendence Avoidant Leadership Leadership Leadership 
Spiritual 
Transcendence 
Passive-Avoidant 
-.060 1 
Leadership 
Transactional 
-.038 -.036 1 
Leadership 
Transformational 
.221* -.125 .432** 1 
Leadership 
*. Correlation is significant at the 0.05 level (2-tailed). 
**. Correlation is significant at the 0.01 level (2-tailed). 
Spiritual Transcendence demonstrated a positive relation with Transforrna-
tional Leadership with a Pearson Correlation Coefficient of 0.221. Spiritual Tran-
scendence did not demonstrate any correlation with statistical significance with 
Transactional and Passive-Avoidant Leadership. 
In Hypothesis 6 (al), it was stated that Spiritual Transcendence is positively 
related to Transformational Leadership. The Pearson Correlation Coefficient of 
0.221 between Spiritual Transcendence and Transformational Leadership lent 
support to Hypothesis 6(al). Hypothesis 6(bl) stated that Spiritual Transcendence 
is positively related to Transactional Leadership. The Pearson Correlation Coeffi-
cient of -0.38 between Spiritual Transcendence and Transactional Leadership was 
statistically insignificant and therefore Hypothesis 6(bl) was not supported. Final-
ly, Hypothesis 6(cl) stated that Spiritual Transcendence is negatively related to 
Passive-Avoidant Leadership. The Pearson Correlation Coefficient of -0.60 be-
tween Spiritual Transcendence and Passive-Avoidant Leadership was not statisti-
cally significant. Therefore, Hypothesis 6(cl) was not supported. 
In order to further understand and gain insights into this phenomenon, a corre-
lation analysis was carried out with the three facets of Spiritual Transcendence, 
Prayer Fulfillment, Universality and Connectedness and Leadership Styles. Table 
4.7.6-B presents the findings. 
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Table 4.7.6-B Correlations of Facets of Spiritual Transcendence with Leader-
ship Styles (self-rating) 
Variable PF U Con. PAL TeL T1L 
Prayer 
1 
Fulfillment(PF) 
Universality(U) .665 - 1 
Connectedness(Con.) .291 .198 1 
Passive 
Avoidant -.011 -.008 -.122 
Leadership(PAL) 
Transactional 
-.128 .035 .025 -.036 1 
Leadership (TcL) 
Transformational 
.143 .272 .108 -.125 .432" 1 
Lead crsliip(TfL) 
**. Correlation is significant at the 0.01 level (2-tailed). 
*. Correlation is significant at the 0.05 level (2-tailed). 
The facet of Universality demonstrated a positive correlation (0.272) with 
Transformational Leadership. The other facets, namely, Prayer Fulfillment and 
Connectedness did not demonstrate any correlation with Leadership Styles. 
This was a significant finding as it indicated the importance of the facet of Un-
iversality in understanding the influence of Spiritual Transcendence on Leadership 
Styles especially Transformational Leadership. 
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4.7.7 Moderating role of Spiritual Transcendence and its facets with Leader-
ship Styles (self rating) and Personality Traits 
Moderated multiple regression analysis was conducted by testing Spiritual 
Transcendence as a moderator variable with each of the Personality Traits as pre-
dictor variable and each of the Leadership Styles as dependent variable. Table 
4.7.7-A presents the results (detailed calculations are documented in Appendix 3). 
Table 4.7.7-A Moderation Tests of Spiritual Transcendence with Personality 
Traits and Leadership Styles(self-rating) 
Test Case No Dependent Variable Predictor Variable 
Moderator 
Variable 
Moderation Test 
Result 
I 
Transformational 
Leadership 
Neuroticism 
Spiritual 
Transcendence 
No moderation 
detected 
2 Extraversion 
3 
Openness to 
Experience 
4 Agreeableness 
5 Conscientiousness 
6 
Transactional 
Leadership 
Neuroticism 
7 Extraversion 
8 
Openness to 
Experience 
9 Agreeableness 
10 Conscientiousness 
11 
Passive Avoidant 
Leadership 
Neuroticism 
12 Extraversion 
13 
Openness to 
Experience 
14 Agreeableness 
15 Conscientiousness 
This exercise revealed no significant moderating impact of Spiritual Transcen-
dence on impact of Personality Traits on Leadership styles. 
Therefore, prima facie, Hypothesis 7(al) stating that Spiritual Transcendence 
positively moderates the relationship of Extraversion, Openness to Experience, 
Agreeableness, and Conscientiousness with Transformational Leadership behav- 
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iours was not supported as no moderating role of Spiritual Trancendence was de-
tected as indicated by the negative result in test cases 2,3, 4 and 5 in Table 4.7.7-A. 
Hypothesis 7 (a2) stating that Spiritual Transcendence negatively moderates 
the relationship of Neuroticism with Transfonnational leadership behaviours was 
not supported as no moderating role of Spiritual Transcendence was detected as 
indicated by the negative result in test case I in Table 4.7.7-A. 
Hypothesis 7(bl) stating that Spiritual Transcendence positively moderates the 
relationship of Extraversion, Openness to Experience, Agreeableness and Consci-
entiousness with Transactional Leadership behaviours was not supported as no 
moderating role of Spiritual Transcendence was detected as indicated by the nega-
tive result in test cases 7, 8, 9 and 10 in Table 4.7.7-A. 
Hypothesis 7(b2) stating that Spiritual Transcendence negatively moderates the 
relationship of Neuroticism with Transactional Leadership behaviours was not 
supported as no moderating role of Spiritual Transcendence was detected as indi-
cated by the negative result in test case 6 in Table 4.7.7-A. 
Hypothesis 7(cl) stating that Spiritual Transcendence negatively moderates the 
relationship of Extraversion, Openness to Experience, Agreeableness and Consci-
entiousness with Passive-Avoidant Leadership behaviours was not supported as no 
moderating role of Spiritual Transcendence was detected as indicated by the nega-
tive result in test cases 12,13,14 and 15 in Table 4.7.7-A. 
Hypothesis 7(c2) stating that Spiritual Transcendence positively moderates- the 
relationship of Neuroticism with Passive-Avoidant Leadership behaviours was not 
supported as no moderating role of Spiritual Transcendence was detected as indi-
cated by the negative result in test case II in Table 4.7.7-A. 
In order to investigate the matter further, each facet of Spiritual Transcendence 
was tested against the five Traits of Personality as predictor variable and each of 
the three Leadership Styles as dependent variables. The results are displayed in Ta-
ble 4.7.7-8. 
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Table 4.7.7 B Moderation Tests of Facets of Spiritual Transencendence 
Test Case De endent Variable Predictor Variable Moderator Variable Moderation Test Result 
I 
Transformational 
Leadership 
Neuroticism 
Extraversion 
0 emiss to Ex 	rience e 	t p 	 Pe 
Agreeableness 
Conscientiousness 
Prayer Fulfillment 
Universality
Connectedness 
Prayer Fulfillment 
Universality 
Connectedness 
Prayer Fulfillment 
Universality 
Connectedness 
Prayer Fulfillment 
Universality 
Connectedness 
Prayer Fulfillment 
Universality 
Connectedness 
Moderation detected 
2 No moderation detected 
3 No moderation detected 
4 No moderation detected 
5 No moderation detected 
6 No moderation detected 
7 No moderation detected 
8  No moderation detected 
9 No moderation detected 
10 No moderation detected 
I I No moderation detected 
12 No moderation detected 
13 No moderation detected 
14 Moderation detected 
15 No moderation detected 
16 
Transactional 
Leadership 
Neuroticism 
Extraversion 
Openness to Experience 
Agreeableness 
Conscientiousness 
Prayer Pulfiltment 
Universality 
Connectedness 
Prayer Fulfillment 
Universality 
Connectedness 
Prayer Fulfillment 
Universality 
Connectedness 
Prayer Fulfillment 
Universality 
Connectedness 
Prayer Fulfillment 
Universality 
Connectedness 
No moderation detected 
17 No moderation detected 
IS No moderation detected 
19 No moderation detected 
20 No moderation detected 
21 No moderation detected 
22 No moderation detected 
73  No moderation detected 
24 No moderation detected 
25 No moderation detected 
26 No moderation detected 
27 No moderation detected 
28 No moderation detected 
29 No moderation detected 
30 No moderation detected 
31 
PasLeade voidant 
Leadership 
Neuroticism 
Extraversion 
Openness to Ex arerience 
Agreeableness 
Conscientiousness 
Prayer Fulfillment 
Universality 
Connectedness 
Prayer Fulfillment 
Universality 
Connectedness 
Prayer Fulfillment 
Universality 
Connectedness 
Prayer Fulfillment 
Universality 
Connectedness 
Prayer Fulfillment 
Universality 
Connectedness 
No moderation detected 
32 No moderation detected 
33 No moderation detected 
34 No moderation detected 
35 No moderation detected 
36 No moderation detected 
37 No moderation detected 
38 
No moderation detected 
39 No moderation detected 
40 No moderation detected 
41 No moderation detected 
42 No modest'ton detected 
43 No moderation detected 
44 No moderation detected 
45 No moderation detected 
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The results (detailed in the Appendix 4) indicated that two moderating effects 
were detected: 
1. Prayer Fulfilment moderated the relationship between Neuroticism and 
Transformational Leadership. 
2. Universality moderated the relationship between Conscientiousness and 
Transformational Leadership. 
Villa et al. (2003) argued that situational variables were important moderators 
of leadership effectiveness. In the context of this observation, the detection of the 
moderating impact of the facets of Spirituality on Leadership Styles in this study 
needs to be investigated further by other researchers. 
4.7.8 Correlation Analysis of Leadership Styles (self-rating) with Outcomes of 
Leadership (self-rating) 
Table 4.7.8 presents the correlation analysis between Leadership Styles and 
Outcomes of Leadership. 
Table 4.7.8 Correlations of Leadership Styles (self-rating) with Outcomes of 
Leadership (self-rating) 
Variable PAL TeL TfL EE EFF SAT 
Passive- 
Avoidant 1 
Leadership (PAL) 
Transactional 
-.036 1 
Leadership (TcL) 
Transformational 
125 .432*" 1 
Leadership (TfL) 
Extra Effort (EE) -.008 .240 .548 ' 1 
Effectiveness 
-.085 .418`i .593 .488 i` l 
(EFF) 
Satisfaction (SAT) -.070 .254" .449*' .412` .5I7" 1 
. Correlation is significant at the 0.01 level (2-tailed). 
127 
Transformational Leadership recorded a positive relation with Extra Effort 
(Pearson Correlation Coefficient of 0.548), Effectiveness (Pearson Correlation 
Coefficient of 0.593), and Satisfaction (Pearson Correlation Coefficient of 0.449)_ 
Transactional Leadership recorded a positive relation with Extra Effort (Pear-
son Correlation Coefficient of 0.240), Effectiveness (Pearson Correlation Coeffi-
cient of 0.418), and Satisfaction (Pearson Correlation Coefficient of 0.254). 
Passive-Avoidant Leadership did not record any statistically significant relation 
with Extra Effort, Effectiveness, and Satisfaction. 
In Hypothesis 8 (al), it was stated that Transformational Leadership is posi-
tively related to Extra Effort, Effectiveness, and Satisfaction. The Pearson Correla-
tion Coefficients between Transformational Leadership and Extra Effort (0.548), 
Effectiveness (0.593) and Satisfaction (0.449) lend support to Hypothesis 8(al). 
Hypothesis 8(bl) stated that Transactional Leadership is positively related to 
Extra Effort, Effectiveness and Satisfaction. The Pearson Correlation Coefficient 
between Transactional Leadership and Extra Effort (0.240), Effectiveness (0.418) 
and Satisfaction (0.254) Iend support to Hypothesis 8(b I). 
In Hypothesis 8(cl) it is stated that Passive-Avoidant Leadership is negatively 
related to Extra Effort, Effectiveness and Satisfaction. However the Pearson Core-
lation Coefficients were not statistically significant in all the three cases. Hence 
Hypothesis 8(cl) was not supported. 
Avolio, Bass & Walumbwa (2004) charted the intercorrelations between Lea-
dership Styles and Outcomes of Leadership and found that Transformational and 
Transactional Leadership both related positively to all the three Leadership Out-
comes while Passive-Avoidant Leadership related negatively to the Leadership 
Outcomes. The current findings indicated similar results for Transformational and 
Transactional Leadership. 
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4.7.9 Regression Analysis of Personality Traits with Leadership Styles (self-
rating) 
The step wise method of regression analysis was used which is called the for-
ward method in SPSS wherein the independent variable best correlated with the 
dependent variable is first included in the regression equation. Subsequently the 
next independent variable with the highest partial correlation is entered and the 
process is continued in the decreasing order of statistical significance of the inde-
pendent variables and models of regression were created. 
Table 4.7.9-A presents the results of forward regression analysis of all the Per-
sonality Traits with Transformational Leadership. 
Table 4.7.9-A Regression Analysis of Personality Traits with Transforma-
tional Leadership (self-rating) 
Standardized 
Beta 
Dependent 
Variable 
Ltdependent 
Variable R Square q 
Adjusted 
R Square  
Coe 	cients Sig. 
Extraversion .183 .177 .262 3.303 .001 
Transformational Openness to 
.275 .264 .336 4.431 .000 
Leadership Experience 
Conscientiousness .327 .311 .240 3.L49 .002 
Extraversion, Openness to Experience and Conscientiousness together posi-
tively predict Transformational Leadership with a R square value of 0.327 and 
standardized Beta Coefficients of 0.262, 0.336 and 0.240 respectively. The other 
two personality traits Agreeableness and Neuroticism were not statistically signifi-
cant predictors of Transformational Leadership as they were not correlated signifi-
cantly by the forward regression process. 
It is clear from the table that the Personality Traits that significantly predicted 
Transformational Leadership were Extraversion, Openness to Experience and 
Conscientiousness. Hypothesis l(a2) stated that Extraversion positively predicts 
Transformational Leadership. The Standaridised Beta Coefficient (0.262) of 
Extraversion and R square value of 0.183 lent support to Hypothesis l(a2). 
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In Hypothesis 3 (a2), it was stated that Openness to Experience positively pre-
dicts Transformational Leadership. The Standardised Beta Coefficient of 0.336 
and R Square value of 0.264 supported Hypothesis 3(a2). 
Hypothesis 5(a2) stated that Conscientiousness positively predicts Transfor-
inational Leadership.The Standardised Beta Coefficient of 0.240 and R Square 
value of 0.327 supported Hypothesis 5(a2). 
The implications can be understood in following stages. Firstly, Extraversion 
accounts for 18.3% of the variability of Transformational Leadership. Secondly, 
Extraversion and Openness to Experience together account for 27.5% of the va-
riablity of Transformational Leadership. Thirdly and finally, Extraversion, Open-
ness to Experience and Conscientiosness account for 32.7% of the variability of 
Transformational Leadership. 
As Agreeableness and Neuroticisin, did not show up in the models generated 
by the forward method of regression analysis, it was concluded that these two Per-
sonality Traits do not significantly predict Transformational Leadership style. 
Hence, Hypothesis 4(a2) which stated that Agreeableness positively predicts 
Transformational Leadership and Hypothesis 2(a2) which stated that Neuroticism 
negatively predicts Transformational Leadership were not supported. 
D'Alessio's (2008) study indicated that Extraversion, Conscientiousness, 
Openness to Experience were strong predictors of Transformational Leadership 
while Neuroticisin was identified as a negative predictor. Agreeableness was found 
to have no predictive value with respect to Transformational Leadership. The cur-
rent study differed with respect to Neuroticism as compared with D'Alessio (2008) 
and agreed with finding on Agreeableness. 
The forward method of regression analysis was used to analyze the predictive 
power of Personality Traits with respect to Transactional Leadership. 
Table 4.7.9-13 presents the results of the regression analysis of Personality 
Traits with Transactional Leadership. 
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Table 4.7.9-B Regression Analysis of Personality Traits with Transactional 
Leadership (self-rating) 
Standardized 
Dependent Independent R Adjusted R Coefficients 
Variable Variable Square Square Beta t Sig. 
ransactional 
.042 .034 .204 2.376 .019 
Leadership Conscientiousness 
Only one personality trait was found to be significant after application of the 
forward analysis method of regression testing. Conscientiousness emerged as a sta-
tistically significant predictor of Transactional Leadership, with an R square value 
of 0.042 and a standardized Beta Coefficient of 0.204. This finding supported Hy-
pothesis 5(b2) which stated Conscientiousness positively predicts Transactional 
Leadership. However, as the R square value is 0.042, which is very low, Conscien-
tiousness is not a significant predictor of Transactional Leadership behaviour. 
The other Personality Traits do not predict Transactional Leadership at all as 
they were not highlighted in the forward analysis. Therefore, we concluded that 
Extraversion, Neuroticisni, Agreeableness, and Openness to Experience did not 
predict Transactional Leadership behavior. Hypothesis 1 (b2) which stated Extra-
version positively predicts Transactional Leadership, Hypothesis 2(b2) which 
stated Neuroticisin negatively predicts Transactional Leadership, Hypothesis 3(b2) 
which stated that Openness to Experience positively predicts Transactional Lea-
dership, and Hypothesis 4(b2) which stated that Agreeableness positively predicts 
Transactional Leadership were not supported by the findings. 
The standardized beta coefficient for Conscientiousness in D'Alessio's (2008) 
study was 0.401 and in the current study was 0.204 which indicated that the pre-
dictive value of Conscientiousness in the current study of Indian managers was 
about half of that of the Peruvian managers with respect to Transactional Leader-
ship. However, Extraversion was also found to have a predictive influence (Stan-
dardized Beta Coefficient of -0.155) in the case the Transactional Leadership of 
131 
Peruvian managers while Extraversion was not identified as at all as a statistically 
significant predictor. 
The forward method of regression analysis was used generate regression mod-
els of Personality Traits with respect to Passive-Avoidant Leadership. Table 4.7.9-
C presents the results of the regression analysis of Personality Traits with Passive-
Avoidant Leadership. 
Table 4.7.9-C Regression Analysis of Personality Traits with Passive-Avoidant 
Leadership (self-rating) 
Standardized 
Dependent 
Variable 
Independent 
Variable 
R 
Square 
Adjusted 
R Square 
Coefficients 
Beta t Sig. 
Passive- Conscientiousness .118 .112 -.343 -4.226 .000 
Avoidant Openness to 
.149 .135 -.174 -2.139 .034 
Leadership Experience 
Two personality traits Conscientiousness and Openness to Experience were 
identified as negative predictors of Passive-Avoidant Leadership with a joint R 
square value of 0.149 and Standardized Beta coefficients of -0.343 and -0.174. 
Therefore we concluded that Hypothesis 5(c2) which stated that Conscien-
tiousness negatively predicts Passive-Avoidant Leadership behaviour and Hypo-
thesis'3(c2) which stated that Openness to Experience negatively predicts Passive-
Avoidant Leadership behaviour were supported. 
Extraversion, Neuroticism and Agreeableness were not highlighted by the for-
ward analysis and consequently following hypotheses were not supported: Hypo-
thesis 1(c2) which stated that Extraversion negatively predicts Passive-Avoidant 
Leadership behavior; Hypothesis 2(c2) which stated that Neuroticism positively 
predicts Passive-Avoidant Leadership behavior; and Hypothesis 4(c2) which 
stated that Openness to Experience negatively predicts Passive-Avoidant Leader-
ship behaviour. 
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D'Alessio (2008) established that Neuroticism had a standardized beta coeffi-
cient of 0.264 with respect to Passive-Avoidant Leadership while Extraversion and 
Conscientiousness had standardized beta coefficients of -0.164 and -0.373 respec-
tively with respect to Passive-Avoidant leadership. Our current study partially va-
lidated the finding of D'Alessio (2008). 
4.7.10 Regression Analysis of Spiritual Transcendence and facets with Lea-
dership Styles (self-rating) 
The results of regression analysis of Spiritual Transcendence with Transforrna-
tional Leadership are recorded in Table 4.7.10-A. 
Table 4.7.10-A Regression Analysis Spiritual Transcendence with Trans-
formational Leadership (self-rating) 
Standardized 
Dependent Independent R Adjusted R Coefficients 
Variable Variable Square Square Seta t Sig. 
ransformational Spiritual 
.049 .042 .221 2.589 .011 
Leadership Transcendence 
Spiritual Transcendence was a statistically significant predictor of Transforma-
tional Leadership with an R square value of 0.049 and standardized Beta Coeffi-
cient of 0.221. Therefore, Hypothesis 6(a2) which stated that Spiritual Transcen-
dence positively predicts Transformational Leadership was supported. However, 
with an R square value of only 0.049, the predictive power of Spiritual Transcen-
dence was inferred to be very low. 
In order to understand the predictive power of Spiritual Transcendence, the 
facets of Spiritual Transcendence (Prayer Fulfillment, Universality, and Connec-
tedness) were regressed with Transformational Leadership. The results are exhi-
bited in Table 4.7.10-B. 
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Table 4.7.10-B Regression Analysis of Facets of Spiritual Transcendence 
with Transformational Leadership (self-rating) 
R Adjusted Standardized Coefficients 
Dependent Independent Beta t Sig. Variable Variable Square R Square 
Transformational 
Universality •074 .067 .272 3.222 .002 
Leadership 
With the regression of the all the facets of Spiritual Transcendence, Universal-
i y emerged as the statistically most significant predictor of Transformational Lea-
dership with an R square of 0.074, which is significantly higher than the R square 
value of Spiritual Transcendence (0.049) and a Standardized Beta Coefficient of 
0.272 which is higher than the Standarsized Beta Coefficient for Spiritual Tran-
scendence (0.221). 
This finding was unique to this study as it indicated the positive predictive 
power of Universality with respect to Transfornuitional Leadership. 
Spiritual Transcendence was regressed with Transactional Leadership with 
results as displayed Table 4.7.10-C. 
Table 4.7.10 -C Regression Analysis of Spiritual Transcendence with Trans-
actional Leadership (self-rating) 
Standardized 
Adjusted R Coefficients 
Dependent Independent R Square Square 
Beta 
Variable Variable t Sig.  
transactional Spiritual .001 -.006 -.038 -.429 .669 
eadership Transcendence 
The regression model was statistically insignificant as indicated by a signific-
ance level of 0.669. Hence, Hypothesis 6(b2) which stated that Spiritual Tran-
scendence positively predicts Transactional Leadership behaviour was not sup-
ported. 
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The implication of this finding indicated that Spiritual Trancendence which by 
definition was the ability to stand outside one's immediate existence and look at 
life from a broader perspective did not predict Transactional Leadership which 
was all about managing and getting tasks done. 
Finally, Spiritual Transcendence was regressed with Passive-Avoidant Leader-
ship and findings are displayed in Table 4.7.10-D. 
Table 4.7.10-D Regression Analysis of of Spiritual Transcendence with Pas-
sive-Avoidant Leadership 
Adjusted Standardized 
Dependent R  Coefficients Independent Vuri nble TZ t Sig. 
Variable Square Beta Square 
Passive Avoidanl Spiritual 
.004 -.004 -.060 -.681 .497 
Leadership Transcendence 
The regression model was statistically insignificant as indicated by the signi-
ficance level of 0.497. Therfore, we concluded that Hypothesis 6 (c2) which stated 
that Spiritual Transcendence negatively predicts Passive-Avoidant Leadership was 
not supported. 
The implication of this finding was that an individual's Spiritual Transcen-
dence had no predictive power with Passive-Avoidant Leadership. 
4.7.11 Regression Analysis or Leadership Styles (self-rating) with Outcomes of 
Leadership (self-rating) 
In order to investigate the predictive power of the three Leadership Styles with 
the Outcomes of Leadership viz., Extra Effort, Effectiveness, and Satisfaction re-
gression analysis was carried out by the forward method. Leadership Styles were 
regressed with the Outcomes of Leadership in the order of Extra Effort, Effective-
ness and Satisfaction and the findings are presented and analyzed. 
Table 4.7.11-A presents the results of regressing Leadership Styles with Extra 
Effort. 
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Table 4.7.11-A Regression Analysis of Leadership Styles (self-rating) with 
Extra Effort (self-rating) 
Standardized 
Dependent Independent R Adjusted R ~ Coefficients 
Variable Variable Square Square Beta t Stg' 
Transformational 
Extra Effort .300 .294 .548 7.460 .000 
Leadership 
Transformational Leadership was found to be a statistically significant predic-
tor of Extra Effort with an R Square of 0.30 and Standardized Beta Coefficient of 
0.548. However, Transactional and Passive-Avoidant Leadership were found to be 
insignificant statistically and therefore could not be predictors of Extra Effort. 
The regression analysis of Leadership Styles with Effectiveness is presented in 
Table 4.7.11-B. 
Table 4.7.11-B Regression Analysis of Leadership Styles (self-rating) with 
Effectiveness (self-rating) 
Standardized 
Dependent Independent R Square Adjusted 
Coe fficients 
t Sig. Variable Variables R Square Beta 
Transformational 
.351 .346 .506 6.609 .000 
Leadership 
Effectiveness 
Transactional 
.384 .374 .200 2.604 .010 
Leadership 
In the model generated by the forward method of regression analysis both 
Transformational Leadership and Transactional Leadership had a higher R square 
value of 0.384 and Standardized Beta Coefficients of 0.506 and 0.2. Hence, both 
Transformational and Transactional Leadership had significant predictive power 
on Effectiveness while Passive-Avoidant Leadership did not significantly predict 
I Effectiveness. 
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Finally, the results of regression analysis of Leadership Styles with Satisfaction 
-esented in Table 4.7.11-C 
ale 4.7.11-C Regression Analysis of Leadership Styles (self-rating) with Sa-
iction (self-rating) 
Standardized 
Dependent Independent Adjusted Coefficients 
Variable Variable R Square R Square Beta 
t Sig. 
Transformational 
Satisfaction .201 .195 .449 5.727 .000 
Leadership 
It was observed that only Transformational Leadership was a statistically sig-
nificant predictor of Satisfaction with an R square value of 0.201 and Standardized 
Beta Coefficient of 0.449. 
We now consolidate the conclusions that can be derived from Table 4.7.1 I-A, 
Table 4.7.11-B, and Table 4.7.11-C. 
Hypothesis 8(a2) which stated that Transformational Leadership positively 
predicts Extra Efforr, Effectiveness and Satisfaction was fully supported. On the 
other hand Hypothesis 8(b2) which stated that Transactional Leadership positively 
predicts Extra Effort, Effectiveness and Satisfaction was partly supported (only 
with respect to Effectiveness) and Hypothesis 8(c2) which stated that Passive-
Avoidant Leadership negatively predicts Extra Effort, Effectiveness and Satisfac-
tioil was not supported. 
The implication of this finding is that Transformational Leadership is the sin-
gle most significant predictor of all the three Outcomes of Leadership namely, Ex-
tra Effort, Effectiveness, and Satisfaction whereas Transactional Leadership pre-
dicted only Effectiveness and Passive-Avoidant Leadership did not have any pre-
dictive power at all with respect to Outcomes of Leadership. 
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4.7,12 Overall Regression Analysis between Leadership Styles (self-rating), 
Spiritual Transcendence and Personality Traits 
The regression analysis carried out independently and sequentially investigated 
Personality Traits with Leadership Styles, and Spiritual Transcendence with Lea-
dership Styles. However, Personality Traits and Spiritual Transcendence exist si-
multaneously in an individual and hence it would be logical to conduct a conduct a 
regression analysis of both these variables with Leadership Styles. 
Table 4.7.12-A presents the results of the linear regression testing by the for-
ward method with all Facets of Spirituality and all Traits of Personality with 
Transformational Leadership. 
Table 4.7.12-A Regression Analysis Personality Traits and Facets of Spiri-
tual Transcendence with Transformational Leadership (self-rating) 
Standardized 
Dependent Independent 
R Square Sig. 
 
Coefficients t 
Variable q 
 u
R Square Beta g 
Extraversion .183 .177 .241 3.043 .003 
Transformational 
Openness to 
.275 .264 .292 3.739 .000 
Leadership 
Experience 
Conscientiousness .327 .31! .259 3.405 .001 
Universality .347 .327 .153 1.992 .049 
The model of regression depicted in Table 4.7.12 A had an R square value of 
0.347 with Extraversion, Openness to Experience, Conscientiousness and Univer-
sality respectively demonstrating a standardized, Beta coefficient of 0.241, 0.292, 
0.259 and 0.152. 
This led us to a significant finding that specific Personality Traits (Extraver-
sion, Openness to Experience and Conscientiousness) and facets of Spiritual Tran-
scendence (Universality) significantly and jointly predicted Transformational Lea-
dership to the extent of influencing 34.7% of the variability of Transformational 
Leadership. 
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T 	Table 4.7.12-B presents the results of a regression test between all facets of 
Spiritual Transcendence and all Traits of Personality with Transactional Leader-
sh ip. 
Table 4.7.12-B Regression Analysis Personality Traits and Facets of Spiri-
tual Transcendence with Transactional Leadership (self- rating) 
Standardized' 
Dependent Independent R Adjusted Coefficients t Sig. 
Variable Variable Square R Square Bcta 
Transactional 
Conscientiousness .042 .034 .204 2.376 .019 
Leadership 
The insightful finding was that when the predictive impact of the Facets of Spi-
ritual Transcendence and Personality Traits were tested for regression with Trans-
actional Leadership only Conscientiousness had a statistically significant impact 
but only to the extent of R square being 0.042 with a standardized Beta coefficient 
of 0.204. 
Table 4.7.12-C presents the results of regression analysis of the Facets of Spin-
ail Transcendence and Personality Traits with Passive-Avoidant Leadership. 
Table 4.7.12-C Regression Analysis of Personality Traits and Facets of Spiri-
tual Transcendence with Passive-Avoidant Leadership (self-rating) 
Standardized 
Dependent 
Variable 
Independent 
Variable 
Adjusted R Coefficients 
Beta t Sig. 
R Square Square 
Passive- Conscientiousness .118 .112 -.343 -4.226 .000 
Avoidant Openness to .149 .135 
-.174 -2.139 .034 
Leadership Experience 
The comprehensive model recorded that Conscientiousness and Openness to 
Experience with an R square value of 0.149 and standardized Beta Coefficients of-
0.343 and -0.174. This clearly proved the negative predictive capacity of Conscien- 
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tiousness and Openness to Experience with respect to Passive-Avoidant Leader-
ship. 
4.7.13 Summary of Phase 1 Analysis 
We summarize the findings of Phase 1 analysis which involved data from the 
self ratings of leaders on their Leadership Styles (Transformational, Transactional, 
and Passive-Avoidant), Personality Traits ( Extraversion, Neuroticism, Openness 
to Experience, Conscientiousness, and Agreeableness) and Spiritual Transcen-
dence in Table 4.7.13-A, Table 4.7.13-B, and Table 4.7.13-C. 
Table 4.7.13-A Status of Hypotheses of Personality Traits with Leadership 
Styles (self-rating) 
Hypothesis No Hypothesis Results 
Extraversion is positively related to transformational leadership 
Hypothesis 1(u)) Supported 
behaviour. 
Hypothesis I(a2) Extraversion positively predicts transformational leadership behaviour. Supported 
Not 
Hypothesis 1(b)) Extraversion is positively related transactional leadership behaviour 
supported 
Not 
Hypothesis !(b2) Extraversionpositiively predicts transactional leadership behaviour. 
supported 
Extraversion is negatively related to passive avoidant leadership beha- Not 
Hypothesis !(c)) 
viour. supported 
Not sup- 
Hypothesis 1(c2) Extraversion negatively predicts passive•avoidant leadership behaviour. 
ported 
Neuroticism is negatively related to transformational leadership beha- 
Hypothesis 2(a)) Supported 
viour. 
Not 
Hypothesis 2(a2) Neuroticism negatively predicts transformational leadership behaviour. 
supported 
Not 
Hypothesis 2(b)) Neuroticism is negatively related to transactional leadership behaviour. 
supported 
Not 
Hypothesis 2(b2) Neuroticism negatively predicts transactional leadership behaviour 
supported 
Neuroticism is positively related to passive-avoidant leadership beha- 
Hypothesis 2(c!) Supported 
viour. 
Not 
Hypothesis 2(c2) Neuroticism positively predicts passive-avoidant leadership behaviour. 
supported 
Openness to experience is positively related to transformational leader- 
Hypothesis Na )) Supported 
ship behaviour. 
Hypothesis 3(a2) Openness to experience positively predicts transformational leadership Supported 
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behaviour. 
Openness to experience is positively related to transactional leadership Not 
Hypothesis 3fbl) 
behaviour. supported 
Openness to experience positively predicts transactional leadership be- Not 
Hypothesis 3(b2) 
haviour. supported 
Openness to experience is negatively related to passive- avoidant leader- 
Hypothesis 3(c!) Supported 
ship behaviour. 
N}•pothesis 3(c2) Openness to experience negatively predicts passive-avoidant leadership. Supported 
Agreeableness is positively related to transformational leadership beha- Not 
Hypothesis 4(al) 
viour, supported 
Not 
Hypothesis 4(u2) Agreeableness positively predicts transformational leadership behaviour. 
supported 
Not 
Hypothesis 4(bl) Agreeableness is positively related transactional leadership behaviour. 
supported 
Not 
Hypothesis 4(b2) Agreeableness positively predicts transactional leadership behaviour. 
supported 
Agreeableness is negatively related to passive-avoidant leadership beha- Not 
Hypothesis 4(c)) 
viour, supported 
Agreeableness negatively predicts passive-avoidant leadership beha- Not 
H) porhesis 4(c2) 
viour. supported 
Conscientiousness is positively related to transformational leadership 
H} pothesis 5(cr1) Supported 
behaviour. 
Conscientiousness positively predicts transformational leadership beha- 
Hypothesis 5(a2) Supported 
viour. 
Conscientiousness is positively related to transactional leadership beha- 
Hypothesis 5(b!) Supported 
viour. 
Conscientiousness positively predicts transactional leadership beha- 
H}potlresis 5(b2) Supported 
viour. 
Hypothesis 5(cl) Conscientiousness is negatively related to passive-avoidant behaviour. Supported 
Conscientiousness negatively predicts passive-avoidant leadership be- 
Hypothesis 5(c2) Supported 
haviour. 
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Table 4.7.13-B Status of Hypotheses of Spiritual Transcendence with Lea-
dership Styles 
Hypothesis No Hypothesis Results 
Hypothesis 6(a)) Spiritual transcendence is positively related to transformational 
Supported 
leadership. 
Hypothesis 6(a2) Spiritual transcendence positively predicts transformational leadership Supported 
Hypothesis 6(b1) Spiritual transcendence is positively 	related to transactional leadership Not 
behaviour, supported 
Hypothesis 6(b2) Spiritual transcendence positively predicts transactional leadership Not 
behaviour. supported 
Hypothesis 6(c)) Spiritual transcendence is negatively related to passive-avoidant Not 
leadership. supported 
Hyporhesis 6(c2) Spiritual transcendence negatively predicts passive-avoidant leadership. Not 
supported 
Hypothesis 7(a1) Spiritual transcendence positively moderates the relationship of extra- Not 
version, openness to experience, agreeableness, and conscientiousness supported 
with transformational leadership behaviour. 
Hypothesis 7(a2) Spiritual transcendence negatively moderates the relationship of neu• Not 
roticism with transformational leadership behaviour. supported 
Hypothesis 7(b)) Spiritual transcendence positively moderates the relationship of extra- 
Not 
version, openness to experience, agreeableness and conscientiousness 
supported 
with transactional leadership behaviour. 
Hypothesis 7(b2) Spiritual transcendence negatively moderates the relationship of neuro- Not 
ticism with transactional leadership behaviour. supported 
Hypothesis 7(c)) Spiritual transcendence negatively moderates the relationship of extra- 
Not 
version, openness to experience, agreeableness and conscientiousness 
supported 
with passive avoidant leadership behaviour. 
Hypothesis 7(c2) Spiritual transcendence positively moderates the relationship of neuro- Not 
ticism with passive avoidant leadership behaviour. supported 
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Table 4.7.13-C Status of Hypotheses of Leadership Styles with Outcomes of 
Leadership 
Hypothesis No Hypothesis Result 
Transformational leadership is positively related to extra effort. effec- 
H}pothesis 8(aI) Supported 
tiveness and satisfaction. 
Transformational leadership positively predicts extra effort, effective- 
Hypothesis S(a2) Supported 
ness and satisfaction. 
Transactional leadership is positively related to extra effort, effective- 
Hypothesis 8(b)) Supported 
ness and satisfaction 
Transactional leadership positively predicts extra effort, effectiveness Partially 
Hypothesis 8(b2) 
and satisfaction. supported 
Passive-avoidant leadership is negatively related to extra effort , effec- 
Hypothesis 8(cl Not supported 
tiveness and satisfaction. 
Passive-avoidant Leadership negatively predicts extra effort, effective- 
Hypothesis 8(c2) Not supported 
ness and satisfaction. 
4.8 Phase 2: Correlation and Regression Analysis with Follower-
rating of Leadership Styles 
Phase 2 of the analysis utilises data from the follower-rating of Leadership 
Styles and self-rating of Personality Traits and Spiritual Transcendence. 
4.8.1 Correlation Analysis of Extraversion with Leadership Styles (follower-
rating) 
The correlation analysis of Extraversion with all the three Leadership Styles 
(follower rating) is presented in Table 4.8.1. 
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Table 4.8.1 Correlations of Extraversion with Leadership Styles (follower-
rating) 
Passive-Avoidant Transactional Transformational 
Variable Extraversion 
Leadership Leadership Leadership 
Extraversion 1 
Passive-Avoidant 
-.031 
Leadership 
Transactional 
-.047 -.055 1 
Leadership 
Transformational 
064 -.122 .780 l 
Leadership 
" 	is significant at the 0.01 level (2-tailed). 
It was observed that that Extraversion did not demonstrate any correlation with 
Leadership Styles. 
Therefore, Hypotheses l(al) which stated that Extraversion is positively re-
lated to Transformational Leadership behaviour, Hypothesis I(b1) which stated 
that Extraversion is positively related Transactional Leadership behaviour, and 
Hypothesis l(cl) which stated that Extraversion is negatively related to Passive-
Avoidan-Leadership behaviour were not supported by the analysis in the case of 
follower-rating of Leadership Styles. 
This finding of nil correlation between Extraversion with Transformational 
Leadership (follower-rating) stood in contrast to finding of correlation between 
Extraversion and Transformational Leadership (self-rating). Of course, in the case 
of both self and follower-rating Extraversion did not positively correlate with 
Transactional and Passive-Avoidant Leadership ( refer to Table 4.7.1). 
4.8? Correlation Analysis Neuroticism with Leadership Styles (follower rat-
ing) 
Table 4.8.2 presents the correlation matrix between Neuroticisin and Leader-
ship Styles (follower-rating). 
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Table 4.8.2 Correlations between Neuroticism and Leadership Styles (follow-
er- rating) 
Passive- Avoidant Transactional Transformational 
Variable Neuroticism 
Leadership Leadership Leadership 
Neuroticism l 
Passive-Avoidant 
.001 
Leadership 
Transactional 
.054 -.055 l 
Leadership 
Transformational 
-.056 -.122 .780" t 
Leadership 
. Correlation is significant at the 0.01 level (2-tailed). 
It was noticed that Neuroticism was not correlated to Leadership Styles and 
hence the findings did not support the following three hypotheses viz. Hypotheses 
2(al) which stated that Neuroticism is negatively related to Transformational 
Leadership behaviour, Hypothesis 2(b 1) which stated that Neuroticism is nega-
tively related to Transactional Leadership behaviour, and Hypothesis 2(cI) which 
stated that Neuroticism is positively related to Passive-Avoidant Leadership beha-
viour. 
This finding indicated total non-correlation of Neuroticisin to all Leadership 
Styles (follower rating) which contrasted with the findings with self-rating of Lea-
dership Styles presented in section 4.7.2 wherein Neuroticism demonstrated a 
negative relation with Transformational Leadership with a Pearson Correlation 
Coefficient of -0.238. Further it was observed that Neuroticisin demonstrated a 
positive relation with Passive-Avoidant Leadership with a Pearson Correlation Co-
efficient of 0.190. It was observed that Neuroticisin did not demonstrate a statisti-
cally significant correlation with Transactional Leadership (self- rating) which was 
the only finding in common with the analysis presented in this section. 
4.8.3 Correlation Analysis of Openness to Experience with Leadership Styles 
(follower rating) 
Table 4.8.3 presents the correlation analysis between Openness to Experience 
and Leadership Styles (follower-rating). 
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Table 4.8.3 Correlations between Openness to Experience and Leadership 
Styles (follower-rating) 
Openness 
Passive-Avoidant Transactional Transformational 
Variable to 
Leadership Leadership Leadership 
Experience 
Openness to 
1 
Experience 
Passive-Avoidant 
-.030  
Leadership 
Transactional 
-.089 -.055 1 
Leadership 
Transformational 
-.004 -.122 ,780~~ 1 
Leadership 
*. Correlation is significant at the 0.01 level (2-tailed). 
It was seen that there is no correlation between Openness to Experience and Lead-
ership Styles, Hence Hypotheses 3(al) which stated that Openness to Experience is 
positively related to Transformational Leadership behaviour, Hypothesis 3(b]) 
which stated that Openness to Experience is positively related to Transactional 
Leadership behaviour and Hypothesis 3(cl) which stated that Openness to Experi-
ence is negatively related to Passive-Avoidani Leadership behaviour were not sup-
ported. 
This finding was in contrast to the finding with self-rating scores in Section 
4.7.3 wherein Openness to Experience demonstrated a positive relation with Trans-
farsnational Leadership (self-rating) with a Pearson correlation Coefficient of 
0.411 Further, Openness to Experience demonstrated a negative relation with Pas-
sive -Avoidant leadership with a Pearson Correlation Coefficient of -0.175. Open-
ness to Experience did not demonstrate any statistically significant correlation with 
Transactional Leadership (self-rating) which was similar to the finding with fol-
lower-rating. 
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4.8.4 Correlation Analysis of Agreeableness with Leadership Styles (follower- 
rating) 
The correlation analysis of Agreeableness with Leadership Styles is presented 
in Table 4.8.4. 
Table 4.8,4 Correlations between Agreeableness and Leadership Styles (fol-
lower rating) 
Passive 
Transactional Transformational 
Variable Agreeableness Avoidant 
Leadership Leadership 
Leadership 
Agreeableness f 
Passive Avoidant 
-.059 1 
Leadership 
Transactional 
-.067 -.055 1 
Leadership 
Transformational 
.072 -.I22 .780~~ 1 
Leadership 
. Correlation is significant at the 0.01 level (2-tailed). 
It was seen that there was no correlation between Agreeableness and Leader-
ship Styles. Hence Hypotheses 4(al) which stated that Agreeableness is positively 
related to Transformational Leadership behaviour, Hypothesis 4(b I) which stated 
that Agreeableness is positively related Transactional Leadership behaviour, and 
Hypothesis 4(ei) which stated that Agreeableness is negatively related to Passive-
A voidant Leadership behaviour were not supported. 
This finding ratified the earlier finding discussed in Section 4.7.4 with respect 
to self-rating of Leadership Styles and Agreeableness wherein Agreeableness did 
not demonstrate statistically significant correlations with Transformational Lead-
ership, Transactional Leadership and Passive-Avoidant Leadership. 
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4.8.5 Correlation Analysis of Conscientiousness with Leadership Styles (fol-
lower-rating) 
The correlation analysis of Conscientiousness and Leadership Styles is pre-
sented in Table 4.8.5. 
Table 4.8.5 Correlations between Conscientiousness and Leadership Styles 
(follower-rating) 
Passive- 
Transactional Transformational 
Variable Conscientiousness Avoidant 
Leadership Leadership 
Leadership 
Conscientiousness I 
Passive-Avoidant 
-.069 1 
Leadership 
Transactional 
.095 -.055 1 
Leadership 
Transformational 
.177 -.122 .780" [ 
Leadership 
. Correlation is significant at the 0.05 level (2-tailed). 
**. Correlation is significant at the 0.01 level (24ailed). 
Conscientiousness demonstrated a positive correlation with Transformational 
Leadership with a Pearson Correlation Coefficient of 0.177. There was no correla-
lion recorded with Transactional and Passive-Avoidant Leadership. 
Hence Hypothesis 5(al) which stated that Conscientiousness is positively related 
to Transformational Leadership behaviour was supported by the finding while Hy-
pothesis 5(bl) which stated that Conscientiousness is positively related to Trans-
actional Leadership behaviour and Hypthesis 5(cl) which stated that Conscien-
tiousness is negatively related to Passive-Avoidant Leadership behaviour were not 
supported. 
In the earlier analysis with self-rating in Section 4.7.5, it was found that Con-
scientiousness demonstrated a positive relation with Transformational Leadership 
with a Pearson Correlation Coefficient of 0.319. Conscientiousness demonstrated a 
positive relation with Transactional Leadership with a Pearson Correlation Coeffi-
cient of 0.204. Conscientiousness also demonstrated a negative relation with Pas-
sive-Avoidant Leadership with a Pearson Correlation Coeffecient of -0.344. 
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The implication of this finding is that Conscientiosness has a strong positive 
correlation with Transformational Leadership irrespective of the scoring method, 
viz., self or follower rating. 
4.8.6 Correlation Analysis of Spiritual Transcendence and facets with Leader-
ship Styles (follower-rating) 
The correlation matrix between Spiritual Transcendence and Leadership Styles 
is presented in Table 4.8.6-A. 
Table 4.8.6-A Correlations of Spiritual Transcendence with Leadership 
Styles (follower-rating) 
Passive- 
Spiritual Transactional Transformational 
Variable Avoidant 
Transcendence Leadership Leadership 
Leadership 
Spiritual 
1 
Transcendence 
Passive-Avoidant 
.091 1 
Leadership 
Transactional 
-.015 -.055 1 
Leadership 
Transformational 
-.010 122 .780" 1 
Leadership 
. Correlation is signi (cant at the 0.0 t level (2-tailed). 
Spiritual Transcendence did not correlate with Leadership Styles. Therefore, 
Hypotheses 6(aI) which stated that Spiritual Transcendence is positively related to 
Transformational Leadership, Hypothesis 6(bl) which stated that Spiritual Tran-
scendence is positively related to Transactional Leadership behaviour and Hy-
pothesis 6(cl) which stated that Spiritual Transcendence is negatively related to 
Passive-Avoidant Leadership were not supported. 
In Section 4.7.6 where the correlation analysis of Spiritual Transcendence with 
Leadership Styles (self-rating) were discussed, Spiritual Transcendence demon-
strated a positive relation with Transformational Leadership with a Pearson Corre- 
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lation Coefficient of 0.221 Spiritual Transcendence did not demonstrate any corre- •
lation with statistical significance in the case of Transactional and Passive-
A vo idant Leadership. 
The finding in this section indicated the Spiritual Transcendence did not corre-
late with any of the Leadership Styles when the styles were rated by the followers. 
Similar to the analysis in Section 4.7.6, further analysis was conducted with the 
Facets of Sspiritual Transcendence and Leadership Styles (follower-rating). The 
correlation analysis between the Facets of Spiritual Transcendence and the three 
Leadership Styles are presented in Table 4.8.6-B. 
Table 4.8.6-B Correlations of Facets of Spiritual Transcendence with Leader-
ship Style (follower-rated) 
Variable 	1 PF U Con. PAL TcL TfL 
Prayer 
Fulfil lnient(PF) 
Universality(U) .665'* 1 
Connectedness(Con.) .291 " .198 1 
Passive- 
Avoidant .091 .035 .079 1 
Leadership(PAL) 
Transactional 
-.055 .017 .011 -.055 l 
Leadership(TcL) 
Transformational 
-.010 -.002 -.Olt -.122 .780~A l 
Leadership(TfL) 
. Correlation is significant at the 0.01 level (2-tailed). 
. Correlation is significant at the 0.05 level (2-tailed). 
It was evident that there was no correlation - between the Facets (micro-
variables) of Spiritual Transcendence and Leadership Styles. This finding contrasts 
with result of a similar analysis between Facets of Spiritual Transcendence and 
Leadership Styles discussed in Section 4.7.6 where it was found that the facet Un-
iversality correlates with Transformational Leadership. 
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4.8.7 Moderating Role of Spiritual Transcendence with Personality Traits 
and Leadership Styles(follofver-rating) 
Moderated regression analysis was conducted by first testing Spiritual Tran-
scendence and then testing each Facet of Spiritual Ttranscendence against the five 
Traits of Personality as predictor variable and each of the three Leadership Styles 
as dependent variables. 
The results are displayed in Table 4.8.7-A and Table 4.8.7-B. 
Table 4.8.7-A Moderation Testing of Spiritual Transcendence 
Test Case No Dependent Variable Predictor Variable Moderator Variable Moderation Test Result 
I 
Transfornntional 
Leadership 
Neurolicism 
Spiritual 
Transcendence 
No moderation detected 
2 Extraversion 
3 openness to Experience 
4 Agreeableness 
5 Conscientiousness 
6 
Transactional Leadership 
Naureticism 
7 Extraversion 
8 Openness to Experience 
9 Agreeableness 
10 Conscientiousness 
II 
Passive Avoidant 
Leadership 
Neuroticism 
12 Extraversion 
13 Openness to Experience 
14 Agreeableness 
15 Conscientiousness 
Therefore, prima facie, Hypothesis 7(al) stating that Spiritual Transcendence 
positively moderates the relationship of Extraversion, Openness to Experience, 
Agreeableness, and Conscientiousness with Transformational Leadership behav-
iours was not supported as no moderating role of Spiritual Trancendence was de-
tected as indicated by the negative result in test cases 2,3, 4 and 5 in Table 4.8.7-A. 
Hypothesis 7 (a2) stating that Spiritual Transcendence negatively moderates 
the relationship of Neuroticisin with Transformational Leadership behaviours was 
not supported as no moderating role of Spiritual Transcendence was detected as 
indicated by the negative result in test case 1 in Table 4.8.7-A. 
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Hypothesis 7(bl) stating that Spiritual Transcendence positively moderates the 
relationship of Extraversion, Openness to Experience. Agreeableness and Consci-
entiousness with Transactional Leadership behaviours was not supported as no 
moderating role of Spiritual Transcendence was detected as indicated by the nega-
tive result in test cases 7, 8, 9 and 10 in Table 4.8.7-A. 
Hypothesis7(b2) stating that Spiritual Transcendence negatively moderates the 
relationship of Neuroticisrn with Transactional Leadership behaviours was not 
supported as no moderating role of Spiritual Transcendence was detected as indi-
cated by the negative result in test case 6 in Table 4.8.7-A. 
Hypothesis 7(cl) stating that Spiritual Transcendence negatively moderates the 
relationship of Extraversion, Openness to Experience, Agreeableness and Consci-
entiousness with Passive-Avoidant Leadership behaviours was not supported as no 
moderating role of Spiritual Transcendence was detected as indicated by the nega-
tive result in test cases 12,13,14 and IS in Table 4.8.7-A. 
Hypothesis 7(c2) stating that Spiritual Transcendence positively moderates the 
relationship of Neuroticism with Passive-Avoidant leadership behaviours was not 
supported as no moderating role of Spiritual Transcendence was detected as indi-
cated by the negative result in test case 11 in Table 4.8.7-A. 
The moderation tests with Facets of Spiritual Transcendence presented in Ta-
ble 4.8.7 B also demonstrated that there were no moderating effects of the Facets 
of Spiritual Transcendence with Personality Traits as predictor variable and Lead-
ership Style as outcome variable. These findings again contrast with findings of 
Section 4.7.7 wherein Prayer Fulfilment moderated the relationship between 
Neuroticism and Transfo»national Leadership and Universality moderated the 
relationship between Conscientiousness and Transformational leadership. , 
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Table 4.8.7-B Moderation Tests of Facets of Spiritual Transencendence 
Test Case Dependent Variable Predictor Variable Moderator Variable Moderation Test Result 
l Prayer Fulfillment No moderation detected 
2 Neurolicism Universality No moderation detected 
3 Connectedness No moderation detected 
Prayer Fulfilment No moderation detected 4 
5 Extraversion Universality No moderation detected 
6 Connectedness No moderation detected 
7 Prayer Fulfillment No moderation detected 
8  
9 
Transformational 
L,eadetshi p 
Openness to Experience Universality 
Connectedness 
No moderation detected 
No moderation detected 
10 Prayer Fulfillment No moderation detected 
11 Agreeableness Universality No moderation detected 
12 Connectedness No moderation detected 
13 Prayer Fulfillment No moderation detected 
4 Conscientiousness Universality No moderation detected 
15 Connectedness No moderation detected 
16 Prayer Fulfillment No moderation detected 
17 Neuroticism' Universality No moderation detected 
18 Connectedness No moderation detected 
19 Prayer Fulfillment No moderation detected 
20 Extraversion Universality No moderation detected 
21 Comtectedness No moderation detected 
22 
?3 
24 
] 
Transactional 
Leadership Openness to Experience 
Prayer Fulfillment 
Universality 
ConncCtedness 
No moderation detected 
Na moderation dctectcd 
No iiioikraiion detected 
25 Prayer Fulfillment No moderation detected 
26 Agreeableness Universality No moderation detected 
27 Connectedness No moderation detected 
28 Prayer Fulfillment No moderation detected 
29 Conscientiousness Universality No moderation detected 
30 Connectedness No modetation detected 
31 Prayer Fulfillment No moderation detected 
32 Neurolicism Universality No moderation detected 
33 Connectedness No moderation detected 
34 Prayer Fulfillment No moderation detected 
35 Extraversion Universality No moderation detected 
36 Connectedness No moderation detected 
37 Prayer Fulfillment No moderation detected 
38 
39 
Passive Avoidant 
ieade 	ip Openness to Experience Universality 
Connectedness 
No moderation detected 
No moderation delecced 
40 Prayer FuItillntem No moderation detected 
41 Agreeableness Universality No moderation detected 
42 Connectedness No moderation detected 
43 Prayer Fulfillment No moderation detected 
44 Conscientiousness Universality No moderation detected 
45 Connectedness No moderation detected 
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4.8.8 Correlation Analysis of Leadership Styles (follower-rating) with Out-
comes of Leadership (follower-rating) 
The correlation matrix between Leadership Styles (Transformational, Transac-
tional, and Passive-Avoidant) and Outcomes of Leadership (Extra Effort, Effec-
tiveness, and Satisfaction) is presented in Table 4.8.8. 
Table 4.8.8 Correlations of Leadership Styles (follower-rating) with Outcomes 
of Leadership (follower-rating) 
Variable PAL TeL TfL EE EFF SAT 
Passive Avoidant Leadership(PAL) 1 
Transactional Lcadership(TcL) -.055 1 
Transformational Leadership(TfL) -.122 .780" 1 
Extra Effort(EE) .009 .627" .747" 1 
EFF(Effectivness) -.131 .747" .834 « .816" 1' 
Satisfaction(SAT) 
208, 
.567" .660` .673" .735' 
*. Correlation is significant at the 0.05 level (2-tailed). 
*. Correlation is significant at the 0.01 level (2-tailed) 
Transformational Leadership demonstrated a positive relation with Extra Ef-
fort, Effectiveness, and Satisfaction. Transactional leadership, too, demonstrated a 
positive relation with Extra Effort, Effectiveness, and Satisfaction. 
Therefore, Hypotheses 8(al) which stated that Transformational Leadership is 
positively related to Extra Effort, Effectiveness, and Satisfaction and Hypothesis 
8(bI) which stated that Transactional Leadership is positively related to Extra Ef-
fort, Effectiveness and Satisfaction were both fully supported. 
Passive-Avoidant Leadership demonstrated a negative relation with Satisfac-
tion only. Therefore, Hypothesis 8(cl) which stated that Passive-Avoidant Leader- 
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ship is negatively related to Extra effort, Effectiveness and Satisfaction was partial-
ly supported. 
The findings of this section supported the results discussed in Section 4.7.8 
which presented the correlation analysis of Leadership Styles (self-rating) with 
Outcomes of Leadership (self-rating) wherein Transformational Leadership dem-
onstrated a positive relation with Extra Effort (Pearson Correlation Coefficient of 
0.548), Effectiveness (Pearson Correlation Coefficient of 0.593), and Satisfaction 
(Pearson Correlation Coefficient of 0.449). 
Transactional Leadership demonstrated a positive relation with Extra Effort 
(Pearson Correlation Coefficient of 0.240), Effectiveness (Pearson Correlation 
Coefficient of 0.418), and Satisfaction (Pearson Correlation Coefficient of 0.254). 
Passive-Avoidant Leadership did not demonstrate any statistically significant 
relation with Extra Effort, Effectiveness, and Satisfaction when rated by the self but 
demonstrated a negative correlation with Satisfaction when rated by the follower. 
4.8.9 Regression Analysis of Personality Traits with Leadership Styles (fol-
lower-rating) 
Table 4.8.9-A presents the regression analysis of Personality Traits and Trans-
formational Leadership (follower-rating). 
Table 4.8.9-A Regression Analysis Personality Traits with Transformational 
Leadership (follower-rating)- 
Standardized 
Dependent Independent Adjusted Coefficients 
Variable Variable R Square R Square Beta t Sig. 
ransformational 
Conscientiousness .190 .093 .177  2.052 .042 
Leadership 
It was noted that Conscientiousness was a statistically significant predictor of 
Transformational Leadership with an R square value of .031 and standardized Beta 
Coefficient of 0.I77. Hence Hypothesis 5(a2) which stated that Conscientiousness 
positively predicts Transformational Leadership behaviour was supported. 
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As the other Personality Traits did not regress significantly with Transforma-
tional Leadership, Hypothesis I (a2) which stated that Extraversion positively pre-
diets Transformational Leadership behaviour, Hypothesis 2(a2) which stated that 
Neuroticism negatively predicts Transformational Leadership behaviour, Hypo-
thesis 3(a2) which stated that Openness to Experience positively predicts Trans-
fonnational Leadership behaviour, and Hypothesis 4(a2) which stated that Agree-
ableness positively predicts Transformational Leadership behaviour were all not 
supported 
The findings of this section presented an interesting contrast to the finding pre-
sented and discussed in Section 4.7.9 of the regression analysis of Personality 
Traits with respect to the self-rating of Leadership Styles wherein it was clear from 
the table that the Personality Traits that significantly predicted Transformational 
Leadership were Extraversion, Openness to Experience and Conscientiousness. 
The only common personality trait was Conscientiousness between the two groups 
of analysis. 
The results of the regression testing of Personality Traits with Transactional 
Leadership (follower-rating) is presented below in Table 4.8.9-B. 
Table 4.89-B Regression Analysis of Personality Traits with Transactional 
Leadership (follower-rating) 
Standardized 
Dependent Independent 
Variable It Square 
Adjusted R 
Square 
Sig. 
 
Coefficients 
Beta 
t 
g 
Neuroticism .052 .514 .608 
Extraversion -.038 -.371 .711 
Transactional 
.024 -.015 
Openness to 
-.057 -.602 .548 
Leadership Experience 
Agreeableness -.044 -.486 .628 
Conscientiousness .123 I.299 ,196 
The regression analysis indicated all the Personality Traits did not regress sig-
nificantly with Transactional Leadership. Hence Hypothesis l(b2) which stated 
that Extraversion positively predicts Transactional Leadership behaviour, Hypo- 
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thesis 2(b2) which stated that Neuroticism negatively predicts Transactional Lea-
dership behaviour, Hypothesis 3(b2) which stated that Openness to Experience 
positively predicts Transactional Leadership behaviour, Hypothesis 4(b2) which 
stated that Agreeableness positively predicts Transactional Leadership behaviour, 
and Hypothesis 5(b2) which stated that Conscientiousness positively predicts 
Transactional Leadership behaviour were not supported. 
The results in presented earlier in Table 4.7.9-B with respect of self-rating of 
Leadership Styles indicated that Conscientiousness emerged as a statistically sig-
nificant predictor of Transactional Leadership, the R square value of 0.042 and a 
standardized Beta Coefficient of 0.204. Therefore, the results presented in this sec-
tion do not support the predictve power of any of the personality traits with respect 
to Leadership Styles (follower-rating). 
The regression analysis of Personality Traits with Passive-Avoidant Leader-
ship (follower-rating) is presented in Table 4.8.9-C. 
4.8.9-C Regression Analysis of Personality Traits with Passive-Avoidant 
Leadership (follower-rating) 
Standardized 
Dependent Independent 
R Square 
Adjusted R 
t Sig. 
Variable Variable Square Beta 
Neuroticism -.042 -.413 .680 
Extraversion -.008 -.083 .934 
Passive- 
Openness to 
-.027 -.283 .777 Avoidant .010 -.029 
Leadership 
Experience 
Agreeableness -.057 -.629 .531 
Conscientiousness -.077 -.809 .420 
The regression analysis indicated that all the Personality Traits did not regress 
significantly with Passive-Avoidant Leadership. Hence Hypothesis 1(c2) which 
stated that Extraversion negatively predicts Passive-Avoidant Leadership beha-
viour, Hypothesis 2(c2) which stated that Neurotic ism positively predicts Passive-
Avoidant Leadership behaviour, Hypothesis 3(c2) which stated that Openness to 
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Experience negatively predicts Passive-Avoidant Leadership, Hypothesis 4 (c2) 
which stated that Agreeableness negatively predicts Passive-Avoidant Leadership, 
and Hypothesis 5(c2) which stated that Conscientiousness negatively predicts 
Passive-Avoidant Leadership were not supported. 
This finding contrasted with the result presented in Section 4.7.9 which dem-
onstrated that two personality traits Conscientiousness and Openness to Experience 
were negative predictors of Passive-Avoidant Leadership (self-rating) with a joint 
R square value of 0.149 and standardized Beta Coefficients of -0.343 and -0.174. 
4.8.10 Regression Analysis of Spiritual Transcendence with Leadership Styles 
(follower-rating) 
The regression analysis of Spiritual Transcendence with Transformational 
Leadership is presented in Table 4.8.10-A. 
Table 4.8.10-A Regression Analysis Spiritual Transcendence with Transfor-
mational Leadership (follower-rating) 
Standardized 
Dependent Independent Adjusted R Coefficients R Square t Sig. 
Variable Variable Square Beta 
Transformational Spiritual 
.000 -.008 -.010 -.116 .908 
Leadership Transcendence 
Spiritual Transcendence demonstrated an R square value of .000 and a stan-
dardized Beta Coefficient of -010 with a significance of 0.908. This proved that 
Spiritual Transcendence was not a significant predictor of Transformational Lea-
dership and therefore, Hypothesis 6 (a2) which stated that Spiritual Transcendence 
positively predicts Transformational Leadership was not supported. 
This was in contrast with result in section 4.7.10 wherein Spiritual Transcen-
dence was a statistically significant predictor of Transformational Leadership with 
an R square value of 0.049 and standardized Beta Coefficient of 0.221. 
The regression analysis of Spiritual Transcendence with Transactional Lea- 
dership was performed and the results are presented in Table 4.8.10-B. 
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Table 4.8.10-B Regression Analysis Spiritual Transcendence with Transac-
tional Leadership (follower-rating) 
Standardized 
Dependent Independent 
R Adjusted R Coefficients 
Variable Variable Square Square Beta t Sig. 
Transactional Spiritual 
.000 -.007 -.015 -.175 .861 
Leadership Transcendence 
It was clear from the analysis that Spiritual Transcendence did not regress sig-
nificantly with Transactional Leadership. Therefore, Hypothesis 6(b2) which 
stated that Spiritual Transcendence positively predicts Transactional Leadership 
behaviour was not supported. 
These results were similar to the results discussed in Section 4.7.10 where it 
was found that Spiritual Transcendence did not regress significantly with Transca-
tional Leadership (self-rating). 
The results of the regression analysis of Spiritual Transcendence with Passive-
Avoidant Leadership are presented in Table 4.$.10-C. 
Table 4.8.10-C Regression Analysis of Spiritual Transcendence with -Passive 
Avoidant Leadership (follower-rating) 
Standardized 
Dependent Independent 
Adjusted R Coefficients t Si 
Variable Variable 
R Square Square Beta  
Passive 
Spiritual 
Avoidant .096 .092 .091 1.040 .300 
Transcendence 
Leadership 
It was clear that Spiritual Transcendence did not regress significantly with 
Passive-Avoidant Leadership. Hence, Hypothesis 6 (c2) which stated that Spiri-
tual Transcendence negatively predicts Passive-Avoidant Leadership was not sup-
ported. 
This finding was similar to the result reported in Section 4.7.10 where Spiritual 
Transcendence did not regress significantly with Leadership Styles (self-rating). 
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4.8.11 Regression Analysis of Leadership Styles (follower-rating) with Out-
comes of Leadership (follower-rating) 
Table 4.8.11-A presents the regression analysis between Leadership Styles 
(Transformational, Transactional, and Passive-Avoidant Leadership) and Extra 
Effort. 
Table 4.8.11-A Regression Analysis of Leadership Styles (follower-rating) 
and Extra Effort (follower-rating) 
Standardized 
Dependent Independent Adjusted Coefficients R Square t Sig. 
Variable Variable R Square Beta 
Transformational 
Extra Effort .557 .554 .747 12.794 .000 
Leadership 
It was observed that Transformational Leadership was a significant predictor 
of Extra Effort with an R square value of 0.557 and Standardized Beta coefficient 
of 0.747. 
Table 4.8.11-B presents the regression analysis between Leadership Styles 
(Transformational, Transactional, and Passive-Avoidant Leadership) and Effec-
tiven ess. 
Table 4.8.11-B Regression Analysis Leadership Styles (follower-rating) with 
Effectiveness (follower-rating) 
Standardized 
Dependent Independent R Square Adjusted Coefficients t Sig. Variable Variable R Square Beta 
Transformational .695 .693 .639 8.584 .000 Leadership Effectiveness Transactional 
Leadership 719 .715 .249 3.342 .001 
The generated model of regression of Leadership Styles with Effectiveness had 
a high R Square value of 0.719 and standardized Beta coefficients of 0.639 and 
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0.249 for Transformational Leadership and Transactional Leadership respectively, 
indicating the significant predictive power of Transformational Leadership and 
Transactional Leadership with Effectiveness. 
Table 4.8.11-C presents the regression model between Leadership Styles and 
Satisfaction. 
Table 4.8.11-C Regression Analysis of Leadership Styles with Satisfaction 
Standardized 
Dependent Independent Adjusted Coefficients t Sig. 
Variable Variable R Square q R Square Beta 
Transformational 
436 .431 .644 9.812 .000 Leadership 
Satisfaction Passive 
Avoidant .452 .444 -.130 -1.979 .050 
Leadership 
It was observed that Transformational Leadership (positively) and Passive-
Avoidant Leadership (negatively) were significant predictors of Satisfaction. 
Consolidating the information presented in Table 4.8.1 1-A, Table 4,8.11-13, 
and Table 4.8.1 1-C, the following conclusions were drawn. 
Hypothesis 8(a2) which stated that Transformational Leadership positively 
predicts Extra effort, Effectiveness and Satisfaction was supported. Hypothesis 
8(b2) which stated that Transactional Leadership positively predicts Extra Effort, 
Effectiveness and Satisfaction was partly supported (with respect to Effectiveness 
only). Hypothesis 8(c2) which stated that Passive-Avoidant Leadership negatively 
predicts Extra Effort, Effectiveness and Satisfaction was partly supported (with re-
spect to Satisfaction). 
The results discussed in this section were similar to the results presented in 
Section 4.7.11 wherein we concluded that Hypothesis 8(a2) which stated that 
Transformational Leadership positively predicts Extra Effort, Eeffectiveness and 
Satisfaction was fully supported and Hypothesis 8(b2) which stated that Transac- 
tional Leadership positively predicts Extra Effort, Effectiveness and Satisfaction 
was partly supported (only with respect to Effectiveness). However Hypothesis 
8(c2) which stated that Passive-Avoidant Leadership negatively predicts Extra Ef-
fort, Effectiveness and Satisfaction was not supported. 
4.8.12 Overall Regression Analysis of Spiritual Transcendence and Personali-
ty Traits with Leadership Styles (follower-rating) 
Table 4.8.12-A present results of the regression analysis between Facets of Spi-
ritual Transcendence and Personality Traits (Neuroticism, Extraversion, Agreea-
bleness, Conscientiousness and Openness to E.rperience) simultaneously with 
Transformational Leadership. 
Table 4.8.12-A Regression Analysis Facets of Spiritual Transcendence and 
Personality Traits with Transformational Leadership (follower-rating) 
Standardized 
Dependent Indendent R Adjusted R Cfflcients t Sig. 
Variable Variable Square Square Beta 
Transformational 
Conscientiousness .031 .024 .177 2.052 .042 
Leadershihp 
The results indicated that Conscientiousness was a positive predictor of Trans-
formational Leadership (follower-rating) with an R square value of 0.031 and 
Standardized Beta Coeffiecient of 0.177. None of the other Personality Traits 
(Extraversion, Openness to Experience, Agr-eeablenss, and Neuroticism) demon-
strated any predictive power with Transformational Leadership. The Facets of Spi-
ritual Transcendence (Prayer Fulfillment, Connectedness, and Universality) did 
not have a significant predictive capability with Transformational Leadership. 
Table 4.8.12-B presents the results of the regression analysis between personal-
ity traits and Facets of Spiritual Transcendence and Transactional Leadership. 
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Table 4.8.12 B Regression Analysis of Personality Traits and Facets of Spiri-
tual Transcendence with Transactional Leadership (follower-rating) 
Dependent 
Variable 
Independent 
Variable 
R 
Square 
Adjusted 
R Square 
Standardized Coefficients 
Beta t Sig. 
Transactional 
Leadership 
Neuroticism 
.042 -.021 
.059 .560 .577 
Extraversion -.032 -.310 .757 
Openness to 
Experience 
-.098 -.982 .328 
Agreeableness _.054 -.589 .557 
Conscientiousness .137 1.426 .156 
Prayer Fulfillment -.158 -1.278 .204 
Universality .180 1.411 .161 
Connectedness -.004 -.047 .962 
The results indicated that Personality Traits and Facets of Spiritual Transcen-
dence were not significant predictors of Transactional Leadership. 
Table 4.8.12-C presents the results of regression analysis of Personality Traits 
and Facets of Spiritual Transcendence with Passive-Avoidant Leadership. 
Table 4.8.12-C Regression Analysis of of Personality Traits and Facets of 
Spiritual Transcendence with Passive-Avoidant Leadership (follower-rating) 
Dependent 
Variable 
Independent 
Variable 
R 
Square 
Adjusted 
R Square 
Standardized Coefti- 
cients 
Beta 
t Sig. 
Neuroticism -.079 -.743 .459 
Extraversion -.032 -.307 .759 
Openness to 
-.025 -.252 .802 
Passive Experience 
Agreeableness -.060 -.653 .515 Avoidant .026 -.038 
Leadership 
Conscientiousness -.086 -.886 .378 
Prayer Fulfillment .113 .908 .366 
Universality -.035 -.274 .785 
Connectedness .069 .722 .472 
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The results indicated that Personality Traits and Facets of Spiritual Transcen-
dence were not significant predictors of Passive-Avoidant Leadership. 
4.8.13 Summary of Phase 2 Analysis 
We summarize the findings of Phase 2 analysis, which involved data from the 
follower-ratings of leaders on their Leadership Styles with self-ratings of Personal-
ity Traits and Spiritual Transcendence in Table 4.8.13-A, Table 4.8.13-B, and Ta-
ble 4.8.13-C. 
Table 4.8.13-A Status of Hypotheses of Personality Traits with Leadership 
Styles (follower rating) 
Hypothesis No. Hypotheses Result 
H}pathesist(al) Extraversion is positively 	related to transformational leadership behaviour. Not 
supported 
Hypothesis! (a2) Extraversion positively predicts transformational leadership behaviour. Not 
supported 
Hypoxlreslsl(bl) Extraversion is positively related transactional leadership behaviour Not 
supported 
Hypothesisl (b2) Extraversion positively predicts transactional leadership behaviour. Not 
supported 
Hypothesisl (cl) Extraversion is negatively related to passive avoidant leadership behaviour. Not 
supported 
Hypothesisi(c2) Extraversion negatively predicts passive-avoidant leadership behaviour. Not 
supported 
Hypozhesis2(al) Neuroticism is negatively related to transformational leadership behaviour. Not 
supported 
Hyporhesix2(a2) Neuroticism negatively predicts transformational leadership behaviour. Not 
supported 
H)pot esis2(bl) Neuroticism is negatively related to transactional leadership behaviour. Not 
supported 
Hypothesis2(b2) Neuroticism negatively predicts transactional leadership behaviour Not 
supported 
Hypothes1s2(cl) Neuroticism is positively related to passive-avoidant leadership behaviour. Not 
supported 
Hypvrttesis2(c21 Neuroticism positively predicts passive-avoidant leadership behaviour. Not 
supported 
Hypothesis3(ul) Openness to experience is 	positively related to transformational leadership Not 
behaviour. supported 
H}pothesis3(a2) Openness to experience positively predicts transformational leadership Not 
behaviour. supported 
Hypothesis3(bi) Openness to experience is 	positively related to transactional leadership Not 
behaviour, supported 
Hyporhesis3(b2) Openness to experience positively predicts transactional leadership beha- Not 
viour. supported 
Hypothesis3(cll Openness to experience is negatively related to passive- avoidatu leadership Not 
behaviour. supported 
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Hypothesis3(c2) Openness to experience negatively predicts passive-avoidant leadership. Not 
supported 
Hypolhesis4(al) Agreeableness is positively related to transformational leadership behaviour. Not 
supported 
Hypothesis4(rr2) Agreeableness positively predicts transformational leadership behaviour. Not 
supported 
Hypothesis4(bl) Agreeableness is positively related transactional- leadership behaviour. Not 
supported 
Hypvthesis4(b2) Agreeableness positively predicts transactional leadership behaviour. Not 
supported 
Hypothesis4(cl) Agreeableness is negatively related to passive-avoidant leadership beha- Not 
viour. supported 
Hypothesis4(c2) Agreeableness negatively predicts passive-avoidant leadership behaviour. Not 
supported 
H}pothesis5(al) Conscientiousness is positively related to transformational leadership beha- Supported 
viour. 
Hypothesis5(a2) Conscientiousness positively predicts transformational leadership behaviour. Supported 
Hypothesis5(bl) Conscientiousness is positively related to transactional leadership behaviour. Not 
supported 
Hypothesis5(b2) Conscientiousness positively predicts transactional leadership behaviour. Not 
supported 
Hypothesis5(cl) Conscientiousness is negatively related to passive-avoidant behaviour. Not 
supported 
Hyporhesis5(c2) Conscientiousness negatively predicts passive-avoidant leadership beha- Not 
viour. supported 
Table 4.8.13-B Status of Hypotheses of Spiritual Transcendence with Lea-
dership Styles (follower-rating) 
Hypothesis Hypothesis Result 
No, 
Hypothesis Spiritual transcendence is positively related to transformational leadership. Not 
6(al) supported 
Hypothesis Spiritual transcendence positively predicts transformational leadership Not 
6(a2) supported 
Hypothesis Spiritual transcendence is positively 	related to transactional leadership Not 
6(bl) behaviour, supported 
Hypothesis Spiritual transcendence positively predicts transactional leadership beha- Not 
6(b2) viour. supported 
Hypothesis Spiritual transcendence is negatively related to passive-avoidant leadership. Not 
6(c}) supported 
Hypothesis 6 Spiritual transcendence negatively predicts passive-avoidant leadership. Not 
c2) supported 
Hypothesis Spiritual transcendence positively moderates the relationship of extraversion, Not 
7(al) openness to experience, agreeableness and conscientiousness with transfor- supported 
mational leadership behaviour. 
Hyporhesis Spiritual transcendence negatively moderates the relationship of neuroticism Not 
7(a2) with transformational leadership behaviour. supported 
Hypothesis Spiritual transcendence positively moderates the relationship of extraver- Not 
7(bl) sion, openness to experience, agreeableness and conscientiousness with supported 
transactional leadership behaviour. 
Hypothesis Spiritual transcendence negatively moderates the relationship of neuroticism Not sup- 
7(b2) with transactional leadership behaviour. ported 
Hypothesis Spiritual transcendence negatively moderates the relationship of extraver- Not 
7(c1) Sion, openness to experience, agreeableness and conscientiousness with pas- supported 
live avoidant leadership behaviour. 
Hypothesis Spiritual transcendence positively moderates the relationship of neuroticism Not 
7(c2) with passive avoidant leadership behaviour. supported 
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Table 4.8.13- C Status of Hypothesis of Leadership Styles (follower-rating) 
with Outcomes of Leadership 
Hypothesis Hypothesis Result 
No. 
Hypothesis Transformational leadership is positively related to extra effort, effectiveness Supported 
8(al) and satisfaction. 
Hypothesis Transformational leadership positively predicts extra effort, effectiveness Supported 
81a2) and satisfaction. 
Hypothesis Transactional leadership is positively related to extra effort, effectiveness Supported 
8(b)) and satisfaction 
Hypothesis Transactional leadership positively predicts extra effort, effectiveness and Partly 
8(b2) satisfaction. supprted 
Hypothesis Passive-Avoidant leadership is negatively related to extra effort, effective- Partly 
8(c!) ness and satisfaction, supported 
Hypothesis Passive-Avoidant Leadership negatively predicts extra effort, effectiveness Partly 
8(r2) and satisfaction, supported 
4.9 Overall Summary of Findings 
The key findings of the analysis were 
• Extra Effort was predicted by Transformational Leadership in the cases of 
both the leaders's self-rating and the leaders's rating by the follower. The 
Extra Effort put in by an employee which is the willingess to try harder 
with a heightened desire to succeed is influenced and predicted by 
Transformational and Transactional Leadership behavior. 
• Effectiveness was predicted by Transformational Leadership and 
Transactional Leadership in the cases of both the leaders's self-rating and 
the leaders's rating by the follower. The effectivenss with which a manager 
works denotes how effective the individual manager is in meeting 
organisational needs and how effective the group that is led by manager is. 
It appears to be a mutual set of expectations. This Effectiveness is best 
stimulated when the manager demonstrates Transformational and 
Transactional Leadership behaviour. 
• Satisfaction was predicted by Transfonnational Leadership in the case of 
the leaders's self rating and by both Transformational Leadership and 
Passive-Avoidant Leadership (negatively) in the case of leader's rating by 
follower.The Satisfaction of working is manifest when the methods of 
leadership used are satisfying. Satisfaction is highest when transformational 
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methods of leadership are used. Conversely Satisfaction is the least when 
the passive-avoidant methods of leaderhip are used. 
• Transformational Leadership was predicted by Extraversion, Openness to 
Experience, and Conscientiousness in the case of leader's self-rating and 
only by Conscientiousness in the case of leaders's rating by the follower, 
The transformational leader's personality is likely to be characterised by 
sociability, warmth, curiosity, imagination, purposefulness, strong will and 
determination. 
• Transformational Leadership was predicted by Spiritual Transcendence 
and by its facet Universality in the case of leader's self-rating . In the case 
of the leader's rating by the follower there was no correlation or predictive 
capability of Spiritual Transcendence or its facets in relation to 
Transformational Leadership. The transformational leader is very likely to 
manifest a capacity to stand out of their own immediate existence and view 
life from a broader and more integrated perspective. They are also more 
likely to believe in a larger meaning and purpose to life. 
• Transactional Leadership was predicted by Conscientiousness in the case 
of the leader's self-rating. No Personality Trait predicted Transactional 
Leadership in the case of leader's rating by the follower. The transactional 
leader is very likely to be characterised by dutifulness, self-discipline and 
deliberation which are required to recognise what the employees want to 
get from their work and exchange rewards and promises for appropriate 
levels of effort. 
• Transactional Leadership was not predicted by Spiritual Transcendence in 
the cases of both the leaders's self-rating and the leaders's rating by the 
follower. As transactional leaders are highly task focused, they are least 
likely to exhibit a broader and integrated perspective to life and work. 
• Passive-Avoidant Leadership was predicted by Conscientiousness (a 
negative correlation) and Openness to Experience (also a negative 
correlation) in the case of leader's self rating. A passive-avoid ant leader is 
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likely to lack self discipline, dutifulness as well as imagination and 
curiosity. 
• Passive-Avoidant 	Leadership was not predicted by Spiritual 
Transcendence in the cases of both the leaders's self-rating and the 
leaders's rating by the follower. 
• The construct Spiritual Transcendence did not moderate the relation 
between Personality Traits and Leadership Styles in the cases of both the 
leaders's self-rating and the leaders's rating by the follower. However, two 
facets of Spiritual Transcendence, Prayer Fulfillment and Universality 
acted as moderators between Neuroticsrn and Transformational Leadership 
and Conscientiousness and Transformational Leadership respectively with 
the leader's self-rating. 
• The findings of the composite impact of Facets of Spiritual Transcendence 
and Personality Traits on Transformational Leadership indicated that 
Extraversion, Openness to Experience, Conscientiousness and Universality 
were significant predictors when leaders rate themselves and 
Conscientioiusness was a significant predictor when the follower ratings 
were considered. 
• The findings of 	the composite impact of Facets of Spiritual 
Transcendence and Personality Traits on Transactional Leadership 
indicated that Conscientiousness was a significant predictor when leaders 
rate themselves. No Facet of Spiritual Transcendence or Personality Trait 
predicts the relationship with Transactional Leadership when follower 
ratings were considered. 
• The findings of the composite impact of Facets of Spiritual Transcendence 
and Personality Traits on Passive-Avoidant Leadership indicated that 
Conscientiousness and Openness to Experience predicted Passive-Avoidant 
Leadership when leader self-ratings were considered. There was no impact 
of the Facets of Spiritual Transcendence or Personality Traits on Passive-
Avoidant Leadership when follower ratings were considered. 
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CHAPTER 5 
Additional Insights : Profiling the middle management 
5.1 The Shortlisting of Outliers for Semi-Structured Interviewing 
The entire population of 234 middle managers of the organisation selected for 
data collection were invited to participate in this study. They were administered 
three instruments for Leadership Styles (MLQ-5x), Personality Traits (NEO-FFI) 
and Spiritual Transcendence (STS). 132 managers responded forming a sample of 
56% of the middle management population. Respondents who were falling on 
either of the extremes were subjected to indepth exploration. Seven such 
respondents from both the extremes were interviewed intensively to understand 
their reality better. The respondents were 'named as outliers i.e. falling on either 
side of the extremes of the bell shaped curve. Allowing for overlaps in the 
individual names, 55 names were shortlisted and invited for the personal interview. 
17 managers responded and partcipated in an interview. Each interview lasted 
around 60 minutes. The profile of these 17 managers is presented in the Table 5.1. 
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Table 5.1 Protile of Outlier Respondents Interviewed (Scores on 5 point Li-
kert scale) 
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The questions that were asked to conduct the semi-structured interview are 
listed below: 
1. Can you list some of your core values and beliefs? 
2. What would you consider as your major personal and professional 
strengths? 
3. Do you consider anything as your personal and professional weak-
ness? 
4. What are your hobbies and interests? 
5. Can you narrate one or two incidents from your life that impacted 
you the most in what you are today? 
6. What leadership characteristics of yours have taken you to where 
ever you are today? 
7. What behavior or characteristic in others irritates you the most? 
8. If you were to retire 6 months from today, what would you like to 
do? 
9. Would you list some of leaders you have admired? 
5.2 Key Extracts from Personal Interviews with Select Outliers 
In this section key extracts from personal interviews conducted with 7 of the 17 
managers interviewed is presented. 
5.2.1 Outlier No 1: SD 
SD is a middle manager, male, 42 years old with 2 reportees who responded. 
SD was shortlisted for the semi-structured interview on account of being an outlier 
for two variables: low on Neuroticisin (0.42) and high on Transformational 
Leadership (3.85). 
5.2.1.1 Interview with SD (key extracts) 
A. ......And I did my first yoga teacher training in 1985 at the age of 17. So after 
that I have continuously been doing yoga. So whenever I get some time, ok, every 
morning, not everyday, 1 would say rive days a week, not on Saturdays and 
Sundays because I sleep a little more on Saturdays and Sundays. On every other 
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weekday I do meditation. So I am doing Antannouna (internal silence) and Kriya 
(a form of meditation) related to Kundalini (internal energy). So that is how I am 
occupied.......whenever I find time I try to get into the Antarmouna state. So that is 
it. 
Q. Do you find it helps you? 
A.: Yes, a lot I will say. 
Q. : In what way have you seen the impact of meditation? 
A. :.............(relates an incident) ...So that day I realized all things have come 
maybe because of meditation and keeping cool under pressure and things like that 
Q. : SD, one thing that stands out is you are among the people in the entire group 
of managers who have the lowest anxiety levels..... 
A.: Ok...it is all because of meditation. 
Q. Can you list some of your core values and beliefs? 
A. : Ok, the first thing is to honestly do your job. Give 100% to whatever you are 
doing, whether it is at home or at office, wherever. And the second thing is we 
should be ethical to the society, to the environment and to the people around me. 
These are the two core values in the professional circle, I will - say. And the third 
core value is basically reciprocate even in situations where people are rude or 
negative or are attacking. Reciprocate your love or rather I will say your liking of 
the person or the situation instead of getting into negativity ....rather you remain 
positive and even under extreme conditions. Do not get into the blaming game. 
Q. : What would you consider as your major personal and professional strengths? 
A. : Ok, my major professional strength is pro-activity. So whatever I do and 
whatever, wherever, in whatever situation I get into, if I see that something is 
going to come which may impact the situation or the environment, I am always 
pro-active to deal with it.....I am in the right place also. I am into 2-3 year 
transformational programs only ..." 
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5.2.1.2 Personality, Leadership and Spiritual Transcendence of SD 
Apart from Neuroticisin (0.42) which was well below the mean of Neuroticisin 
of the sample (1.31), SD's other Personality Trait scores were Extraversion (3.42/ 
sample mean 2.86), Openness to Experience (3.0/sample mean 2.36), 
Agreeableness (3.0/sample mean 2.65), and Conscientiousness (2.75/sample mean 
3.28). The Spiritual Transcendence scores were as follows: Universality 
(4.71/sample mean 3.92), Prayer Fulfillment (4.40/sample mean 3.69), 
Connectedness (4.17/sample mean 3.53), and Spiritual Transcendence 
(4.43/sample mean 3.71). The scores of the Leadership Styles were as follows: 
Passive-Avoidant Leadership (I.00/sample mean 0.60), Transactional Leadership 
(2.13/sample mean 2.84), and Transformational Leadership (3.85/sample mean 
3.21). The scores of the Outcomes of Leadership were Extra Effort (4.00/sample 
mean 3.07), Effectiveness (3.25/sample mean 3.32), and Satisfaction (3.5/ sample 
mean 3.28). 
5.2.1.3 Insights from SD 
The facets of Neuroticisin are Anxiety, Anger-hostility, Depression, Self-
consciousness, Impulsiveness, and Vulnerability. It appeared that the long term 
consequence of the meditative practice seemed to have impacted on the strength of 
Neuroticisor. Such a statement, of course, contradicts the very definition of a trait 
which are long term persistent characterstics of thought, attitude, and behavior. 
Adhia, Nagendra & Mahadevan (2010) reported • the changes in emotional 
intelligence as a consequence of adoption of yoga way of life. This is an issue for 
future researchers to explore. 
5.2.2 Outlier No 2: SR 
SR is a middle manager, male, 45 years old with I follower who responded. SR 
was shortlisted for the semi-structured interview as he was lowest in Satisfaction 
(2.0) among the entire sample. 
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5.2.2.1 Interview with SR (key extracts) 
Q. : Do you think there is anything called satisfaction? Will there be a time when 
you are filly satisfied? 
A.: It is to do with your internal peace You have to be able to ...... 
Q. : So how would you rate it ? 
A. OK, very often I have thought about this and I would say this: I have changed 
as I mentioned seven companies. Take off the board and if you were to take off the 
name of the person: these kind of characterstics and behaviors happen 
everywhere. There will always be things that you do in your work-life in a 
corporate, there will be 'x' number of things that you will dislike doing but you 
have to do and there are `y' number of things that you are expected to do and you 
like doing. And `x' is always greater than y. We must remember in our life: Now 
the question is why are you here and what is your purpose in life and that is how 
you have to find the satisfaction. You know you can be dissatisfied all your life. 
There is nothing in it. 
Q. : Are you satisfied or dissatisfied? 
A.: I have to build peace with myself. 
Q.: So you are satisfied? 
A. : Yes, I will be. Yes,there are times that I am (satisfied). And (there are times) I 
would say this " I am dissatisfied" but that is when I have to come back and make 
peace with myself ; to say why we are here because otherwise I would just build up 
my blood pressure and cholesteroI." 
5.2.2.2 Personality, Leadership and Spiritual Transcendence of SR 
With the Transformational Leadership style score at 3.5, Transactional 
Leadership score at 3.0 and Passive-Avoidant Leadership score at 0.38, SR 
represented a capabilty higher than an average manager. The Personality Traits 
scores of SR were Neuroticism (1.75/sample mean 1.31), Extraversion 
(3.33/sample mean 2.86), Openness to Experience (2.92/sample mean 2.36), 
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Agreeableness (2.67/sample mean 2.65), and Conscientiousness (3.67/sample 
mean 3.28) were above the means of entire sample. Spiritulzl Transcendence 
(4.25/sample mean3.71) and its facets, Universality (4.29/sample mean 3.92), 
Prayer Fulfillement (4.30/sample mean 3.69), and Connectedness (4.17/sample 
mean3.53) were also above the mean of the sample. The scores of the Outcomes of 
Leadership were Extra Effort (3.0 /sample mean 3.07), Effectiveness (3.75/sample 
mean 3,32), and Satisfaction (2.0/ sample mean 3.28). 
5.2.2.3 Insights from SR 
The key insight to note is that SR's response "Yes, I will be" and "You can be 
dissatisfied all your life" was indicative of a state of mind that was inherently 
dissatisfied with the current state. It was interesting to note that SR's team member 
was more satisified than SR himself with Outcomes of Leadership. With regard to 
other Outcomes of Leadership the scores of Effectiveness (3.0) and Extra Effort 
(3.25) were high. 
Another insight that emerged was that while low Satisfaction may be a fuel to 
greater achievement, it could also potentially lead to job hopping and employment 
instability.On the other hand, it did not seem to have an impact on the self 
perception of one's own Transformational Leadership capability. 
5.2.3 Outlier No 3 : AM 
AM is a middle manager, aged 38, male with I team member who responded. 
AM is an outlier and had among the lowest scores in Transactional Leadership. 
5.2.3.1 Interview with AM (key extracts) 
Q.: What are some of your core values and beliefs ? 
A. : To work with integrity; with, probably, values; what best you can do for the 
project. And in turn, probably, what good support you can get from your 
surrounding environment; that is what I believe in. You do good for others and, 
probably, in return, you expect the same thing or you, probably, will receive the 
same values from others...... 
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Q. What would you consider as your major personal and professional strengths? 
A. Going very well with the team is one of my strengths, also, probably, at 
difficult times how to handle the situation ..to find out the issues, to go to the team, 
to find out, probably, how those can be rectified and solved ? 
Q. Could you elaborate, a little bit on that ? When you say go very well with the 
team, can you explain what that means ? 
A.: Normally, on a day to day basis, when you work on a project, there are lot of 
issues which might be related to the technical subjects, which might be related to 
the network, or might be to some other areas like they (team members) are not 
happy with the ratings and all those things, there are differnt parameters, like 
motivation and interest for team members. So what I normally do is, every month 
we have a meeting with each of the team members. Meeting and interacting with 
team members and trying to understand those issues or problems. 
Q. Is meeting once a month enough ? 
A.: Yes, beacuse we have a small team. If we have a bigger team, we may need to 
meet frequently. 
Q.:.....has anybody advised you to meet your team more frequently ? 
A. 	I think that there are discussions we have with our managers. So this is 
common practice. They say, "OK, go have more meetings." That is common 
advice ...Normally it might become difficult if you have bigger teams of 40 or 60 
people. Then I agree that you need to have more meetings to be engaged with them 
or you will miss much. 
5.2.3.2 Personality, Leadership and Spiritual Transcendence of AM 
AM's Personality Trait scores were Neuroticrsm (1.331sample mean 1.31), 
Extraversion 	(2.17 /sample mean 2.86), Openness to Experience (2.42/sample 
mean 2.36), Agreeableness (2.42/sample mean 2.65), and Conscientiousness 
(2.33/sample mean 3.28). Spiritual Transcendence scores were as follows: 
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Universality (3.71/sample mean3.92), Prayer Fulfcllment (3.70/sample mean 3.69), 
Connectedness (3.0/sample mean 3.53), and Spiritual Transcendence (3.80/sample 
mean 3.71). The scores of the Leadership Styles were Passive-A voidant Leadership 
(0.63/sample mean 0.60), Transactional Leadership (1.75/sample mean 2.84), and 
Transformational Leadership (3.15/sample mean 3.21). The scores of the 
Outcomes of Leadership were Extra Effort (2.33/sample mean 3.07), Effectiveness 
(4.00/sample mean 3.32), and Satisfaction (2.5/ sample mean 3.28). 
5.2.3.3 Insights from AM 
AM demonstrated Neuroticisin which was above the sample mean, 
Extraversion below the sample mean, Openness to Experience slightly above 
sample mean and a substatntially low Conscientiousness. His Spirituality Facets 
were below or ranged around the mean. The low score in Conscientiousness 
seemed to predict his low Transactional Leadership style. He appeared to be 
comfortable with small teams. But inspite of the opporutnity for increased 
frequency of engagement with the team that a smaller team allows, he was still 
confronted by issues of "motivation and interest" as stated by him. It also 
appeared that " difficult times" were the drivers of the level of current engagement 
that AM had with his team and if the times were good, AM would leave the team 
to run with a minimal amount of interaction. One can also sense of caution and 
diffidence while AM enunciated his values ..the use of the word probably, very 
frequently, being a case in point. 
5.2.4 Outlier No 4 : PK 
PK is a middle manager, 42 years old, who had three of his team members 
respond to the survey. PK had very high scores in Prayer Fulfillment and 
Neuroticism and a low score in Extraversion. 
5.2.4.1 Interview with PK (key extracts) 
Q.: What are you core values and beliefs? 
A. : My core values and beliefs are basically something like: I feel that deep 
inside is our soul which is who we are actually and we use our mind and body as 
an instruments to do things. So I feel that there are five attributes which a soul 
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typically has. So I try to imbibe those values and those qualities. I will just 
probably list that out to you as I practice. 
It has an abundance so I should have an abundant energy to do good things and 
go on doing things; I have that source with me, abundance of energy and all 
abundance, whatever that nature has is with me. 
Then I have something like a wholeness, a completeness that gives me a 
feeling that I am already complete from inside and as I am complete, I am 
rendering my services to everybody and that sense of service coming from that 
wholeness, that completeness I am already having. 
Then comes something like oneness which says that we are all from the same 
source and we are all equal in that sense, the rules and all the type of big fanfare is 
secondary and not primary ..what is primary is that we all are equal ...when I act 
and do things, it comes from that deep understanding. 
The fourth one is called non-attachment, you do things and though when you 
have to do things you have to, in your mind, attach the objects and then make a 
judgement and then do the creation, so to say. But, factually speaking you are 
actually non-attached because you are part of the soul which doesn't attach 
because it is already complete from inside. It attaches for practical purposes, (to) 
do things, (to) make judgements and (then) just detach. 
The fifth and very important attribute is the uniqueness of expression. I feel 
that a soul has that attribute where each soul is unique in its own self and it wants 
to express itself in that uniqueness. So I try to use my uniqueness, let it come 
through my mind and body and express in the outer world and reality. I try to value 
that. I also try to value that uniqueness in others. 
Q.: Do you tend to tirocry a lot, to be anxious about results ? 
A. : Yes 
Q. : And would you regard yourself as someone who is outgoing, the kind of 
person who will go and talk ... What is your image of yourself? 
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A. : Yes, that is perfectly fine... I should say that worrying and all those negative 
energies try to find expression. It is unbound ....but sometimes creates an 
impression that people might see and the expression is happening at a faster pace 
than required. So I totally agree that the pace of the negative energy coming out 
has to be controlled. 
Q.:...... and you are not as outgoing as many other people . 
A. : Yes, I agree. Probably the path that I have already taken as I had already said 
that makes spirituality .... to come forward and that is when I realised that if you 
cannot manage yourself, you can't manage others also. So when you manage 
yourself you have to manage your ego. You own yourself, that you have and that 
is what has come out here and which is also seen externally and defines your 
personality. So more and more I am aware of it, the more and more I can guide my 
behavior as needed for the situation in the right time. 
5.2.4.2 Personality, Leadership and Spiritual Transcendence of PK . 
PK's Personality Trait scores were Neuroticisin (2.33/sample mean 1.31), 
Extraversion (1.92/ sample mean 2.86), Openness to Experience (1.92/sample 
mean 2.36), Agreeableness (3.0/sample mean 2.65), and Conscientiousness 
(2.92/sample mean 3.28). Spiritual Transcendence scores were as follows: 
Universality (4.86/sample mean 3.92), Prayer Fulfillment (5.00/sample mean 
3.69), Connectedness (3.00/sample mean 3.53), and Spiritual Transcendence 
(4.29/sample mean 3.71). The scores of the Leadership Styles were Passive-
Avoidant Leadership (1.25/sample mean 0.60), Transactional Leadership 
(3.0/sample mean 2.84), and Transformational Leadership (3.05 /sample mean 
3.21). The scores of the Outcomes of Leadership were Extra Effort (2,33/sample 
mean 3.07), Effectiveness (2.50/sample mean 3.32), and Satisfaction (2.50/ sample 
mean 3.28). 
5.2.4.3 Insights from PK 
The high scores in Spiritual Transcendence were evident from the maturity of 
the reponses to the question on core values. The Personality Traits of PK had were 
high Necuroticisin, low Extraversion, low Openness to Experience and low 
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Conscientiousness. These predictably led to low Transformational Leadership and 
high Passive-Avoidant Leadership. PK seemed to generate the insight that 
Spiritual Transcendence alone, without being supported by appropriate Personality 
Traits, will not lead to high scores in Transformational Leadership. 
5.2.5 Outlier No 5 : RN 
RN is a middle manager, male, 37 years of age, with 4 team members who 
responded to the survey. RN had among the lowest scores in Transactional 
Leadership. 
5.2.5.1 Interview with RN(key extracts) 
Q. What are some of your core values and beliefs? 
A. : One, I would say is honesty and integrity. And the second thing is spirituality. 
To be able to give a level playing field to all players. A sense of fairness. 
Q. - I see ....and you call that as spirituality. The ability to ... 
A.: Spirituality is probably not applicable here in terms of values but as a person I 
am spiritual in nature. 
Q. : What would you consider to be your major personal and professional 
strengths? 
A.: See, if I would talk about my personal strength, of course, I would say 
spirituality is my strength and that is a blessing, I would say. If I talk about my 
professional strength, I would say, it is probably my attitude and aptitude to be 
able to learn quickly and be calm and composed in terms of different situations. 
That is my professional strength, I would say. 
Q.: If there are two leaders, one with an element of spirituality and the other 
without an element of spirituality, how would their leadership differ? 
A. Yes, a person with spiritual inclination would certainly be a different leader. A 
spiritual leader will consider everyone to be equal. The moment you consider 
everyone as your equal, you are a different leader all together. 
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Q. How? 
A. : If I am a true leader of the corporate world, I don't really consider everybody 
to be equals. I have my own (private) hierearchy which I will adhere to. I may not 
state it for public consumption. 
5.2.5.2 Personality, Leadership and Spiritual Transcendence of RN 
RN's Personality Trait scores were Neuroticisin (1.08/sample mean 1.31), 
Extraversion (2.58/sample mean 2.86), Openness to Experience (2.83/sample mean 
2.36), Agreeableness (3.08/sample mean 2.65 ), and Conscientiousness 
(3.33/sample mean 3.28). Spiritual Transcendence scores were as follows: 
Universality (4.86/sample mean 3.92), Prayer Fulfillment (4.69/sample mean 
3.69), Connectedness (3.17 /sample mean3.53), and Spiritual Transcendence 
(4.21/sample mean 3.71). The scores of the Leadership Styles were Passive-
Avoidant Leadership (1.25 /sample mean 0.60), Transactional Leadership 
(1.63/sample mean 2.84), and Transfonnational Leadership (2.95/sample mean 
3.21). The scores of the Outcomes of Leadership were Extra Effort (4.0/sample 
mean 3.07), Effectiveness (4.0/sample mean 3.32), and Satisfaction (4.0/ sample 
mean 3.28). 
5.2.5.3 Insights from RN 
The scores of RN for Spiritual Transcendence and its facets were above the 
mean. However, Extraversion was lesser than the mean. The scores for 
Transformational Leadership were also below the mean. The interesting insight 
from RN was the intuitive validation of Universality as key characterstic of 
Transformational Leadership when he stated "the moment you consider everyone 
as your equal, you are a different leader all together." 
5.2.6 Outlier No 6: JSK 
JSK, is a middle manager, female, 33 year of age with I team member as 
respondent. JSK had among the lowest scores in Extra Effort. 
5.2.6.1 Interview with JSK (key extracts) 
Q.: What are your core values and beliefs ? 
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A.: I could list out committment and dedication as the core values that I 
demonstrate and carry to work. 
Q.: What would you consider as your major personal and professional strength ? 
A. : Commitment to work on the professional front and taking care on the personal 
front. 
Q. : What are your hobbies and interests ? 
A.: Try out different dishes and watching television. 
Q. What would you do if you retire 6 mnonths from now ? 
A. : Take care of my son and teach. 
Q. What are your leadeship characteristics? 
A.: Working with with the team. Do not diffentiate myself as project manager. 
Mingle with team. Transparency with team. Appreciate team members. 
Q. : What behavior irritates you the most ? 
A.: Hypocrisy. 
Q.: One of the expectations that we have of leaders is that their learn members 
work more. You have a belief that your team is not working hard enough that they 
are not putting in the extra effort.. 
A.: Yes, I would have this thought very frequently. 
Q. Why? 
A.: Because when I feel, they slipped the deadline or the quality and with the daily 
tracking of the effort and the status, I was doubting whether they could have done 
a better analysis and put in appropriate effort, 
Q. : Wizen will you feel that they are putting in extra effort? 
A. : No, it not about working extra, the regular work is not happening 
Q. Why ? 
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A.: It could be my leadership or in the team members. Either the work is difficult 
to do or the effort is not defined clearly. May be I need to examine work 
benchmarks. 
5.2.6.2 Personality, Leadership and Spiritual Transcendence of JSK 
JSK's Personality Trait scores were Neuroticism (I.50/sample mean 1.31), 
Extraversion (2.25/ sample mean 2.86), Openness to Experience (1.67/sample 
mean 2.36), Agreeableness (2.50/sample mean 2,65 ), and Conscientiousness 
(3.29/sample mean 3.28). Spiritual Transcendence scores were as follows: 
Universality (3.29/sample mean 3.92), Prayer Fulfillment (2.90/sample mean 
3.69), Connectedness (3.67/sample mean 3.53) and Spiritual Transcendence 
(3.28/sample mean 3.71). The scores of the Leadership Styles were ,Passive-
Avoidant Leadership (1.00/sample mean 0.60), Transactional Leadership 
(2.88/sample mean 2.84), and Transformational Leadership (2.90/sample mean 
3.21). The scores of the Outcomes of Leadership were Extra Effort (1.67 /sample 
mean 3.07), Effectiveness (2.50/sample mean 3.32), and Satisfaction (3.01 sample 
mean 3.28). 
5.2.6.3 Insights from JSK 
JSK had a degree of self-awareness which informed her that her style of 
leadership could be a possible reason for the lack of Extra Effort and in fact the 
even regular work was not happening ( the scores of Effectiveness and Satisfaction 
are also below the mean ). The score of Passive-Avoidant Leadership was higher 
than the sample mean and Transformational Leadership score was low. The post 
retirement plans were totally disconnected from the current set of managerial 
activities indicated a possible disengagement of this paricular manager. 
5.2.7 Outlier No 9: RR 
RR is the global head of an IT vertical, male 41 years of age with 7 team 
members who responded to the survey. RR is an outlier with high scores in a 
number of variables viz. Effectiveness, Satisfaction, Transformational Leadership, 
Universality, Prayer Fulfille►nent and Spiritual Transcendence. 
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5.2.7.1 Interview with RR( key extracts) 
Q. Can you list some of your core values and beliefs? 
A. : One thing that I have always believed is do unto others as you want others to 
do to you.That is my principal mantra (chant or motto). For me, at times being just 
matters a lot. Yes, at the same time it is also essential to consider the emotions or 
emotional residuals of people when you are working in a team or even otherwise. 
So you got to be really innate in order to understand what effects and what affects 
people and be really considerate and compassionate. Technology enables but much 
more that, I think it is really those human values that really build the backbone 
of any realationship and I do -think that I have that innate value in me of 
recognising people or recognising humans as humans and not getting really 
overawed by positions of people and the wealth or whatever, So that is it. 
Q.: What would you consider as major personal and professional strengths? 
A.: I would say, the first strength I would consider is confidence. The second is a 
compassionate attitude that I have towards all and being considerate.The third is 
communcation, a structured communication in order to enable that element of a 
conversatioanal line with a specific person with accordance to a pariticular subject 
or any situation that I am trying to address and something that certainly seems to 
be a win-win for both parties concerned. 
Q.: Do you mean the ability to bring a relevant subject molter with respect the 
conversation so that there is win-win you contribute to the conversation ? 
A.: No. More than me contributing to the conversation the way I would look at it 
as letting the other person have a feeling of joy or letting the other have the 
feeling that the time was worth it if she or he spent it with me. The objective was 
achieved for a mutual gain. 
Q.: How abort on the persona! side ? Same ? 
A. Yes on the personal side the same strength (applies). 
Q. Do you consider anything as your personal and professional weakness? 
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A. I can tend to be over compassionate at times. I can tend to be a perfectionist 
knowing very well that certain set of people would not be as much as perfectionist 
as I want them to be. Yet once I realize that either I coach them across onto really 
realizing the model of perfection in manner in which they can see themselves 
involved in a bid to achieve that. There are times when I can tend to be a little 
impatient when it comes to achieving the target or the bottom line but the moment 
I realise that I also tend to bring in some balance. 
Q.: What are your hobbies and interests? 
A.: I like the mystic sciences. I like the spiritual journeys. Most of my time gets 
absorbed by me really scouting out for interesting reads that is to do about the 
cosmos or the elements or probably in a quest to find an answer to the question as 
to who am 1, how long have I been here, what is my relation? what is the theory 
behind the Karma (fate) or rebirth? what is purpose of my life here? though I lead 
a professional life, I have a personal life. There is tag that I carry which is called 
RR. How did it happen that I came on on to this tag ? I just try to find the broader 
spectrum of the cosmos as they say. I am really trying to understand which is that 
basic element of the cosmos I belong. Am I all the five or one of the five ? I am 
also a practioner of yoga and surynamaskar (sun salutations), meditation and that 
is one of my natural desires that is probabaly inborn that keeps me as a seeker on to 
mystic and myriad sciences of life and keep unraveling them and hone my own 
understanding. 
Q. : Can you narrate one or two incidents in your life that impacted you the most 
in what you are today ? 
A. : Let me probably start off from my own family. My father retired from the 
United Nations in a very, very respectable position. My mother used to govern 
150 universities across the United States of America. And I myself am born to a set 
of parents who having been great achievers in life, always also have been really 
humble and down to earth and we have lived a simple life with a ground on to 
humility with a whole lot of time spent in spiritual pursuits..... yet I pursued what 
my own abilities led me to, not withstanding fact that I could been educated in the 
best of universities from the US. I said I would lead my life based on my capacities 
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and potential. T would learn to walk on my own two legs. That was first lesson in 
my life. 
5.2.7.2 Personality, Leadership and Spiritual Transcendence of RR 
RR's Personality Trait scores were Neuroticism (0.75/sample mean 1.31), 
Extraversion (3.33/ sample mean 2.86), Openness to Experience (2.83/sample 
mean 	2.36), 	Agreeableness(3.171sample 	mean 	2.65), 	and 
Conscien tiousn ess(3 .58/sample mean 3.28). Spiritual Transcendence scores were-
as follows: Universality(4.901sample mean 3.92), Prayer Fulfillment (5.0/sample 
mean 3.69), Connectedness (4.17/sample mean 3.53), and Spiritual Transcendence 
(4.69/sample mean 3.71). The scores of the Leadership Styles were Passive-
Avoidant Leadership (0.13/sample mean 0.60),• Transactional Leadership 
(3.50/sample mean 2.84), and Transformational Leadership (3.90/sample mean 
3.21). The scores of the Outcomes of Leadership were Extra Effort (3.33/sample 
mean 3.07), Effectiveness (4.0 /sample mean 3.32), and Satisfaction (4.0 ! sample 
mean 3.28). 
5.2.7.3 Insights from RR 
RR epitomised the, quintessential transformational leader with the right 
combination of Personality Traits and Spiritual Transcendence. The depth of 
thought and richness of experience was evident clearly from the salient extracts of 
the interview. One insight that emerged is that family background influences 
formation and fostering of Leadership Styles. 
5.3 The Role and Function of Middle Management 
There is no universally accepted definition of middle management. 
Uyterhoeven (1972), for instance, describes a middle manager as one who is 
responsible for a particular business unit at the intermediate level of the corporate 
hierarchy and suggests a direct correlation between the number of divisions and 
number of middle managers. Middle managers are also sometimes defined as 
those positioned two or three levels below the CEO (Dutton & Ashford, 1993) and 
one level above the operating level (Huy, 2001) while Chandler (1977) argued that 
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middle managers job is almost exclusively to supervise the lower hierachical 
levels. 
The middle management of any organisation is perceived as the layer that 
understands the vision and strategic imperatives of the top management and helps 
translate that vision into a mission and project for the workforce, with tactical 
requirements which align with the overall purpose of the organisation. The middle 
management layer plays a pivotal in translating the ideas that exist in the board 
room to implementable actions. The middle management layer is sometimes 
perceived as bureacratic and insular, with a penchant for self-perpetuation and 
survival. 
Indeed many of the attempts to restructure organisations have focused on 
reducing the size of this layer of management and flatter organisations are the 
consequence of the such efforts. However the middle layer has never been done 
away with and continues to exist and hence plays a crucial role in the success of 
organisations. 
Therefore, the quality of the middle management needs to be profiled so that 
the top management can understand whether its middle management is an 
accelerator of its vision or a roadblock for its implementation. 
We have chosen a single firm approach for understanding relationship between 
Personality Traits, Spiritual Transcendence and Leadership Styles. A sample 
consisting of all middle managers was chosen for the primary data collection and 
analysis. In order to get additional insights about the variables of this research, and 
also taking advantage of the fact that the sample was that of middle managers, we 
conducted semi-structured interviews with a sample the outlier middle managers 
who represented the high and Iow scores of the various study variables in this 
research. This helped understand the middle management of this single 
organisation better in the context of the Leadership Styles, Personality Traits, 
Spiritual Transcendence and Outcomes of Leadership demonstrated by it. 
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5.4 Insights on the Profile of Middle Management 
The overall statistics on the Outcomes of Leadership (self-rating) are presented 
in Table 5.4-A. 
Table 5.4-A Outcomes of Leadership (self-rating) 
Outcomes of Leadership Mean 
Std. 
Minimum Maximum Range e  
(a) (b) (b-c) 
Extra Effort 3.0758 .55806 1.67 4.00 2.33 
Effectiveness 3.3220 .48403 1.50 4.00 2.50 
Satisfaction 3.2803 .52151 2.00 4.00 2.00 
The statistics reveal an interesting profile of the middle management. It is the 
profile wherein the variable Effectiveness which had the highest mean and lowest 
standard deviation indicating a uniform belief amongst the middle managers that 
they were effective in meeting their teams job-related needs, in representing their 
teams needs to higher management, in meetng organisational requirments and 
believed they lead an effective team. On the other hand the variable Extra Effort 
had the lowest mean and highest standard deviation indicating thereby that the 
middle managers were not sure whether they were consistently heightening their 
team members desire to succeed and making them try harder. 
The overall statistics of Leadership Styles are presented in Table 5.4-B. 
Table 5.4-B Leadership Styles (self-rating) 
Leadership Styles Mean 
Std. 	I 
Deviation 
Minimum 
(a) 
Maximum 
(b) 
Range 
(b-a) 
Passive Avoidant Leadership 0.6042 .37680 .00 1.63 1.63 
Transactional Leadership 2.8475 .53399 1.50 3.88 2.38 
Transformational Leadership 3.2178 .38696 2.05 3.95 1.90 
The overall profile of the middle management that emerged from the analysis 
of the Leadership Styles indicated that Transactional Leadership had a higher 
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standard deviation (0.53) as well as the higher range (2.38). This indicated that 
middle managers harboured a diversity of views with respect to relevance and 
applicabilty of Transactional Leadership. In order to get further insights about the 
managers attitude to Transactional Leadership we refer to Table 5.4-C which 
presents the dis-aggregated view of Leadership Styles and descriptive statistics on 
nine leadership behaviors of the Full Range Leadershp Theory. 
Table 5.4 C Full Range Leadership Behaviors (self-rating) 
Style Behavior Mean Std. Deviation 
Minimum 
(a) 
Maximum 
(b) 
Range 
(b-a) 
Laissez Faire .3561 .40172 .00 2.00 2.00 
Passive-Avoidant Management- 
Leadership by- Exception .8523 .57786 .00 2.75 2.75 
Passive 
Management- 
by- Exception 2.6098 .84158 .00 4.00 4.00 
Transactional 
Active 
Leadership 
Contingent 
3.0852 .54109 1.50 4.00 2.50 
Reward 
Intellectual 
3.2765 .51342 1.50 4.00 2.50 
Stimulation 
Inspirational 
3.3693 .43845 2.00 4.00 2.00 
Motivation 
Individualized 
3.1932 .51559 1.25 4.00 2.75 
Transformational Consideration 
Leadership Idealized 
Influence- 3.0682 .53689 1.25 4.00 2.75 
Attributed 
Idealized 
Influence- 3.1818 .58291 1.25 4.00 2.75 
Behavior 
Contingent Reward and Management-by-Exception Active are the two 
component styles of Transactional'leadership. The problem style for the managers 
was indicated to be Management-by-Exception Active which had the highest range 
(4, spanning the entire scale) as well as the the highest standard deviation (0.84). 
189 
As a leadership behavior Management-by-Exception Active is not the most 
effective of Transactional Leadership behaviors. The range and the standard 
deviation indicated that as a layer, the middle management was unsure whether 
their role was to focus attention on irregularites, mistakes, exceptions, and 
deviations from standards, concentrating their full attention on dealing with 
mistakes, complaints and failures, keeping track of all mistakes and directing 
attention to failure to meet standards. However, the fact that mean of Management-
by-Exception Active (2.6) is lower than the mean of Contingent Reward (3.08) was 
a good sign as it indicated the middle management was cognisant that Contingent 
Reward was more effective Transactional Leadership behaviour. 
It was also interesting to note that among the Transformational Leadership 
behaviors Idealized Influence (attributed as well as behaviour) have the lowest 
means ( 3.06 and 3.18) and highest standard deviations ( .53 and .58) among the 
Transformational Leadership behaviors. This indicated that the middle 
management was more comfortable with other three behaviors of 
Transfonnational Leadership (Intellectual Stimulation, Individualized 
Consideizition and Inspirational Motivation) than with Idealized Influence where 
they needed to be more comfortable talking about the ideals and values they 
believed in, considering the moral and ethical consequences of their behavior and 
specifying the importance of having a sense of purpose and a collective sense of 
mission. 
The overall statistics on Personality Traits are presented in Table 5.4-D. 
Table 5.4-D Personality Traits 
Personality Traits Mean 
Std. 
Deviation 
Minimum 
(a) 
Maximum 
(b) 
Range 
(b-a) 
NcuroEicism 1.3138 .51224 .33 3.00 2.67 
Extraversion 2.8636 .46315 1.17 3.83 2.67 
Openness to Experience 2.3624 .46688 1.33 3.75 2.42 
Agreeableness 2.6585 .39757 1.50 3.67 2.17 
Conscientiousness 3.2879 .50004 1.17 4.00 2.83 
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Based on the above, an attempt was made to profile the "notional" personality 
of the middle management. It is seen very clearly that the mean of 
Conscientiousness was substantially higher than those of other Personality Traits. 
As a group this layer of managers was characterized by substantially high 
Conscientiousness which indicated high dutifulness, achievement striving, self-
discipline, and order. The lower mean for Openness to Experience ( 2.36) indicated 
a lower pre-occupation with abstract ideas, lower intellectual curiosity and a lower 
sense of aesthetics. 
The overall descriptive statisitics on Spiritual Transcendence and its facets are 
presented in Table 5.4-E. 
The facet Universality had the highest mean (3.92) and lowest standard 
deviation(0.57) indicating that middle managers were clear in their belief that all 
life was interconnected, that all people shared a common bond and that heritage 
superceded all external differences. 
Table 5.4-E Spiritual Transcendence 
Spiritual Transcendence and 
Facets 
Mean 
Std. 
Deviation 
Minimum 
(a) 
Maximum 
(b) 
Range 
(b-a) 
Prayer Fulfillment 3.6947 .70595 1.20 5.00 3.80 
Universality 3.9221 .57452 2.57 5.00 2.43 
Connectedness 3.5354 .61299 1.50 5.00 3.50 
Spiritual Transcendence 3.7174 .48710 2.36 4.79 2.43 
In the sections that follow we examine the key variables of Outcomes of 
Leadership (Extra Effort, Effectiveness, and Satisfaction), Personality Traits 
(Neuroticism, Extraversion, Openness to Experience, Conscientiousness and 
Agreeableness), Leadership Styles (Passive-Avoidant, Transactional, and 
Transformational), and Spiritual Transcendence ( Universality, Prayer Fulfillment, 
and Connectedness) from the perspective of the middle managers. 
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5.4.1 Extra Effort 
A middle manager who is able to motivate his team to work harder would 
indeed be a valuable resource for any organisation. So the question is what 
underlies this special ability to evoke the potential in the team members to work 
harder. 
Managers with this ability demonstrated a passion for work and were also very 
systematic in the way they worked. They were also very friendly in their 
behaviour with the team members and gave them all the freedom to approach them 
when they had difficulties. They loved people and believed strongly in team work. 
The core value that drove them were trust and they believed that it was the most 
important driver of Extra Effort. Such managers were also sticklers for 
measurement and close monitoring of output and expressed clearly their 
displeasure when team members demonstrated indolence and laziness. It also 
became evident that such managers had learnt the importance of team work in the 
generation of team output from role models earlier in their career. 
On the other hand managers who were unable to inspire their team members to 
do more than expected by increasing their willingness to try harder, did not take 
the initiative of being approachable and open to team members. Instead they had a 
tendency to blame the team members for lower output and productivity. One 
possible reason for lack of extra effort could also be lack of clarity on the task to be 
performed like in the case of a newly constituted team. 
Extra Effort as a characteristic of the entire layer of middle management had 
the lowest mean value (3.07) and highest standard deviation (0.55) among the 
outcomes of leadership that included Effectiveness and Satisfaction. Hence we 
surmise that the middle management layer was relatively less capable by their own 
reckoning.This conclusion was supported also by data from the follower rating 
diplayed in Table 5.4-F where it was observed that the mean score of Extra Effort 
was the lowest. 
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Table 5.4-F Outcomes of Leadership (follower rating) 
Outcomes of 
Leadership Mean Std. Deviation 
Minimum 
(a) 
Maximum 
(b) 
Range 
(b-a) 
Extra Effort 2.8257 .72988 .17 4.00 3.83 
Effectiveness 3.0704 .64258 1.00 4.00 3.00 
Satisfaction 3.0771 .72657 1.00 3.75 2.75 
It was seen that Extra Effort had the lowest mean which indicated that team 
member perceived themselves as not contributing as much work as they could 
possibly contribute in the comparision to perception of the Effectiveness of the 
manager and satisfaction with the methods of the manager. The higher standard 
deviation indicated that comparatively there was a greater swing in the scores of 
Extra Effort from the lower mean which indicated that followers had a greater 
divergence in their views about their own managers ability to motivate them to 
work harder. 
5.4.2 Effectiveness 
A middle manager demonstrating high Effectiveness was seen to be leading 
groups that were effective and was also effective in meeting organizational 
requirements, in representing the teams' needs to higher-ups and effective in 
meeting their job related needs. Effectiveness represented an outcome of 
leadership where the leader demonstrated the ability to satisfy the paricular needs 
of the various stakeholders which could be demanding and conflicting. Meeting 
the demands of the organisational requirements and representing and advocating 
the needs of the team to the organisation and its higher-ups set up the role of the 
middle manager as a bridge between the two layers of the organisation, the senior 
management and the operating layer. 
Leading teams that were effective demonstrated that the middle managers 
realised that their own Effectiveness was a mirror image of the team's 
Effectiveness. Such leaders had analysed and understood the team's performance 
needs and skill requirements and level of morale and had ensured that the team had 
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adequate training to meet demands to the project and team task at hand and that the 
team was sufficiently motivated and inpired to achieve the objective set before it. 
Managers and leaders demonstrating Effectiveness had strong determination 
and perserverance exemplified by statements like `nothing is impossible" and an 
attitude of never giving up. Effective managers built a reputation of success and an 
ability to handle difficult circumstances. This was reflected in one of the 
statements of a middle manager who said, "I was often deputed to troubleshoot, 
handle crisis situations and take demoralised and scattered teams and nurse and 
restore them to normalcy and business as usual." 
Such managers exuded confidence and an immense sense of pride in their 
achievements. They were also keen observers of team behaviour and were 
approachable by the team and were also avid learners who never rested till the job 
was completed. The interesting characterstic of Effectiveness is that the self 
perception of managers is very clearly indicated by the highest mean (3.32) and 
lowest standard deviation (0.48) among the other leader leadership outcomes. The 
follower perception also reflected the same trend. 
5.4.3 Satisfaction 
The middle management having a high degree of Satisfaction is one that uses 
methods of leadership which are satisfying. As a result there is a sense of 
Satisfaction among team members This Satisfaction occurred because the manager 
adhered to ethical, moral, and professional values. This outcome of leadership was 
not about what got accomplished or the attitude of hard work which was inculcated 
in the team but about the `how', the means, the methods used in the process of 
leadership. 
The adherence to ethics was stated to be the primary value and belief that 
dictates the leadership philosophy of middle managers who scored high on 
Satisfaction. A foundational belief that a manager must do good to the maximum 
drives the performance of leaders beyond being transactional. Such an attitude was 
also demonstrated when middle managers made statements about "compassion" 
which was understood as " the ability to demonstrate patience with the knowledge 
and ability levels of every individual team" and help in the resolution of the issue 
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of problem. This method of dealing of each team member at their own level of 
competence demonstrated the value of doing good to each team member at the 
level of acceptance. 
Managers who were satisfied with the methods of leadership they used to 
achieve results, also prided themselves on their demeanour and the smiling faces 
they showed to the organisation and team. Many of the satisfied managers had 
overcome the inner conflict of the mind and resolved their primary values and 
beliefs. Statements like "I believe in Dharma (universal ethics)" were the primary 
value statements of such managers. These managers were also seen to be team 
builders and contributed to organisational growth by creating and sustaining 
healthy teams. 
On the other hand, managers who were not satisfied did not seem to have 
resolved their conflict of values with statements like " I have to build peace within 
myself'. Another revealing statement from a dissatisfied manager "......the 
question is why are you here and what is your purpose in life and that is how you 
have to find the satisfaction. You know you can be dissatisfied all your life. There 
is nothing in it." 
Satisfaction appeared to be an important gauge of the values professed by an 
organisation and whether these organisational values conflicted with individual 
values. As an outcome of leadership it stands in the middle sandwiched between 
Effectiveness and Extra Effort.This was evidenced also by the fact the means and 
standard deviations of Satisfaction stood betweeen the similar values of the other 
two outcomes of leadership. We surmise that the middle management of the 
organisation under study was relatively ambiguous about the whether the 
management methods used by them were value-based or not. 
5.4.4 Passive Avoidant Leadership 
Leadership is about action rather than inaction. It is about change and not 
maintaining status quo. It is about taking risks and not being risk averse all the 
tithe. Nevertheless, the middle management sometimes believed that there were 
times when taking a passive and inactive approach to leadership was more 
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appropriate. Inactive forms of leadership, while some times appropriate, often 
resulted in negative consequences. 
A fatalistic attitude seemed to be key driver and prime attitudinal factor in 
passive-avoidant managers. A lack of competence and incorrect appointment as a 
manager were also seen to be a reason for managers to demonstrate this form of 
leadership . Newly appointed managers demonstrated this form of leadership in the 
early days of their professional pursuits. They avoided getting involved making 
decisions or solving problems, were absent when needed, delayed and failed to 
follow up and avoided emphasizing results. They also reacted to mistakes 
reluctantly, waited for things to go wrong before taking action and intervened only 
if standards were not met. 
A lack of effort on the part of the manager resulted in a lack of effort from the 
team. It is evident from the fact that the extra effort factor was very low as a 
consequence of Passive-Avoidant Leadership. The role modeling of the manager 
turns out to be negative and it impacts the team as well. This was particularly true 
of managers who demonstrated Laissez-faire behavior. 
When managers demonstrated Management-by-Exception Passive behaviour 
they held their team members accountable for following rules and regulations. The 
team members demonstrated passive compliance and exerted the little effort 
required beyond the ordinary. 
When questioned about the passive avoidant styles displayed, the middle 
management tended to attribute it to personal and organisational circumstances 
rather than a conscious choice. Personal circumstances were lack of motivation, 
fear of exertion and wish to stay uninvolved. Organsisational circumstances refers 
to a "wait and watch" period when a new management takes over, when 
organisational directives were not clear and when a merger had occurred in the 
recent past. Often the middle management assumed that passive avoidant 
leadership was equivalent to empowerment and delegation to their team members. 
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5.4.5 Transactional Leadership 
A middle management that espouses Transactional Leadership constantly 
works towards recognising the roles and tasks required for team members to reach 
desired outcomes and also keeps clarifying these outcomes, thereby creating the 
confidence needed to exert the necessary effort. The middle management of the 
organisation studied also recognised what the team members needed and desired 
and clarified how those needs and desires would be satisfied if the team expended 
effort in the right direction. This characterstic was a first-order exchange 
requirement in any successful strategy for line and operational management. 
The key value that drove the middle management to espouse Transactional 
Leadership was the value of the work ethic, the need to work hard for earning 
one's bread; a sense of justice; the need to be fair to the organisation needs; the 
needs of the team members; and an ability.to communicate well which helped 
bridge the gap between the two groups, the senior management and the workforce. 
Systematic working habits enhanced the ability to demonstrate Transactional 
Leadership. Paradoxically, good Transactional Leadership was enhanced by the 
ability and commitment to balance work and life or better still integrate the two. 
The middle management set the goals for the team along with the team, 
suggested pathways to meet performance expectations, actively monitored team's 
progress and provided supportive feedback and finally provided rewards when the 
goals were attained. The middle management demonstrated in this way the 
constructive aspect of Transactional Leadership. Sometimes the corrective form of 
Transactional Leadership was used and a corrective transaction occurred between 
manager and the team member. The managers closely monitored work 
performance for errors, focuses attention on mistakes, complaints, failures, 
deviations, and infractions and arranged to know if and when things went wrong. 
The typical dilemma faced by the middle management appears to be choice 
between constructive and corrective Transactional Management and the balance 
between the two. The constructive form of Transactional Leadership helps to 
support continuous improvement initiatives while the corrective Transactional 
Leadership helps maintain tight control on people and processes to ensure that 
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organisational goals are met. However continuously demonstrating corrective 
forms of Transactional Leadership by keeping people under tight control leads 
them to believe that nothing can be done about the way they work. 
The profile of the middle management that emerged was that of one that 
accorded Contingent Reward (the constructive form of Transactional Leadership) 
higher value and importance than Management-by-Exception Active (the corrective 
form of Transactional Leadership ) but was seen to be inconsistent in the 
application of the latter. 
The implication of this lack of consistency of the application of Management-
by-Exception Active leadership behavioF were the variations of team cultures 
across the organisation ( from being micromanaged to being a self regulating team 
once the goals were set) and the perception about the managers in teams which 
varied from a tough task master to an effective leader. 
5.4.6 Transformational Leadership 
A middle management demonstrating Transformational Leadership becomes a 
source of inspiration to their teams through their commitment to them, their 
perserverance in the execution of the mission, their willingness to take risks, their 
strong desire to achieve, their promoting continuous improvement of the team, and 
their stimulation of the teams to view the situation from different perspectives and 
standpoints. A transformational middle management is indeed an asset to the 
senior management. 
The middle management layer of the organisation studied demonstrated 
Transformational Leadership over and above Transactional Leadership and had 
some unusual characterstics. The managers demonstrating this behavior were not 
only excellent professionals who were well veresed with routine of the 
organisation (Transactional Leadership) but were individuals who demonstrated a 
great degree of aesthetics and committment to artistic matters and committment Co 
social causes like contribution to non-governmental organisations. This behaviour 
occurred as they had a wider vision and an active interest in things beyond the 
obvious. Transformational Leadership was also stimulated by such wider vision 
and actions beyond the ordinary. 
11W 
The profile of the middle management that emerged from the interviews is that 
the layer was comfortable with Inspirational Motivation which was talking 
optimistically about the future; talking enthusiastically about what was needed to 
be accomplished, articulating a compelling vision of the future and expressing 
confidence that goals would be achieved. While the managers did not view 
themselves as ideal role models, the team members strongly regarded the 
managers as role models. Idealised Influence is rated lower than other 
Transformational Leadership facets. Managers believed that they were offering 
adequate Individualized Consideration to their teams while in contrast the team 
members believed that they could show more Individualized Consideration. Both 
managers and team members agreed that Intellectual Stimulation was adequate and 
supported the growth of teams and individuals. 
In summary, the middle mangement appeared comfortable with some of easier 
aspects (Inspirational Motivation and Intellectual Stimulation) of 
Transformational Leadership but struggled with the more challenging ones 
(Idealised Influence-Attributed, Idealised Influence-Behavior). 
5.4.7 Neuroticism 
Any manager is likely to feel anxious, angry, depressed and vulnerable once in 
while. But when this feeling becomes more consistent and permanent as a 
behavior pattern it becomes a trait. As a collective trait of any layer of management 
including middle management, Neuroticisrn is the very antithesis of dynamic 
leadership. The lower the score for Neuroticisrn the better it is for the middle 
management as it reflects the ability to handle stressful situations without 
becoming upset or rattled. 
The profile of the middle management that emerged demonstrated that as a 
collective entity the layer was still subject to push and pull of the negative 
emotions that Necrroticis»t represents. 
5.4.8 Extraversion 
Extraversion as a "collective/notional" trait of group of middle managers 
represents the activity and the ability of these managers to work with and through 
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their teams. The positive energy that managers bring to the interaction between 
themselves and their teams is also on account of this trait. 
When the comparatively lower scores in Extraversion were pointed to the 
managers who had such scores, they characterstically were not forthcoming with 
explanation or reasoning with respect to the low scores. On the other hand most of 
the managers with higher scores were talkative, active with a liking for people and 
were sociable. 
The overall profile that emerged of the middle management was of one that 
was extraverted and willing to reach out to their people and teams. 
5.4.9 Openness to Experience 
The middle management is often sandwiched between status quo and change, 
between procedures and crisis management, and between stability and innovation. 
The need is for the middle managers to exhibit both leadership and management. 
The one trait that represents the intellectual curiosity and independence of 
judgement is Openness to Experience. This trait is crucial for managers in times of 
change and instability. 
A typical low scoring middle manager stated that "fear is felt" whenever 
anything new was proposed-the fear of failure. Hence there was a sub-conscious 
resistance to new ideas and innovative thiking. 
The profile that emerged of this middle management is that one which was 
unsure of new ideas or reluctant to think in an abstract fashion and unwilling to 
question authority. 
5.4.10 Agreeableness 
The middle management has to work with people as well take directions from 
the senior leadership while acting as a go-between. Agreeableness is a trait of 
interpersonal tendencies. However, the extremes of this trait were both 
unacceptable to managers. Low scorers could be termed as paranoid and high 
scorers could be termed as dependent personalities. 
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The typical middle _ manager who scored low was selective in the trust 
bestowed and wary of new team members and waited for "a few interactions" 
before deciding to trust the individual. 
The profile that emerged of the middle management reflected the middle of the 
road mean of this trait amongst the other Personality Traits. Hence, the middle 
management demonstrated this trait in lesser strength that Extraversion and 
Conscientiousness and in greater strength than Neuroticisin and Openness to 
Experience. 
5.4.11 Conscientiousness 
Conscientiousness as a collective trait of middle management is perhaps the 
most easily understood as it denotes competence, order, achievement striving, 
dutifulness, self-discipline and deliberation-all of which most were clearly related 
to the ability of the middle management to fulfill its role. 
The typical middle manager who scored high on the personality trait of 
Conscientiousness clearly believed, in "working hard to earn one's bread" and 
were irritated by team members who "try to take credit without doing work or 
deserving it." They were very systematic in their approach and in the word of one 
of them, "take pride in the achievements of the team." 
The profile of the middle management that emerged was that of a layer which 
clearly demonstrated this trait to a degree greater than all the other traits. The 
middle management of the organisation selected for the study was clearly a 
storehouse of the work-ethic. 
5.4.12 Spiritual Transcendence 
Spiritual Transcendence represents a basic motivation (at the individual level) 
of people and (on a collective basis) of the middle management to create a durable 
sense of personal and collective meaning, and to find a broader organisational and 
social context for understanding the goal and purpose of life, The middle 
management with a mean age 37.56 years was mature and experienced enough to 
inquire about the purpose and meaning of life. 
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Individual managers who scored high on this variable seek in the words of one 
of them, "the meaning of life and purpose of existence in this cosmos" and 
undertake weekend "spiritual explorations and journeys." They label themselves 
as "seekers" on a quest that went beyond the job and carried them into the "mystic 
sciences." They believed in the internal "beatification of the mind" to enable it see 
more clearly the purpose of life . 
The profile of the middle management that emerged was one that identified 
with this quest to a great degree and demonstrated Spiritual Transencdence as 
naturally as the Personality Traits which were highlighted earlier. 
5.4.13 Universality 
Universality is that facet of Spiritual Transcendence with which managers 
could most closely identify themselves as it was perceived to be secular and 
rational in its conceptualisation. A middle manager who believed that all life was 
interconected and that there was an order in the universe that transcended human 
thinking, that humanity was basically good and felt an emotional bond for all 
humanity was demonstrating all the qualities of a global manager too. 
The middle managers who scored low in this micro-variable (facet) tended to 
rely on themselves with a go-it-alone attitude and look at humanity as simply a 
collection of individuals. In point of fact many of low scoring managers who were 
invited as a part of outlier group did not participate in the personal interviews too. 
With Universality having the highest mean among the three facets of Spiritual 
Transcendence, the profile of the middle management that emerged is that 
Universality was the most significant aspect of Spiritual Transcendence. 
5.4.14 Connectedness 
Middle managers demonstrating Connectedness reflected a belief that 
relationships were important but one's committment to others may be limited to 
certain individuals. The middle managers were least comfortable with this facet of 
Spiritual Transcendence inferred from the fact that it had the lowest mean among 
the three facets. 
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Managers who scored high on this facet indicated their closeness Co deceased 
parents and grandparents and how they remembered their influence and their own 
obligations and debt to them. They also indicated that they deemed their duty to 
ensure that the wealth and wisdom of this generation is tranmitted to the next 
generation. 
The profile of the middle management that emerged was that it regarded this 
aspect of Spiritual Transcendence as least significant. This was an interesting 
conflict with the traditional Indian view that one is born with debts to one's 
ancestors and sages. 
5.4.15 Prayer Fulfillment 
Prayer Fulfillment is that aspect of Spiritual Transcendence which indicated 
whether an individual had created personal time and space for meditation, 
contemplation and prayer. Managers who scored low on this facet pointed out that 
they were easily distracted by immediate demands of their lives. Managers who 
scored high on this facet indicated that they experienced feelings of emotional 
renewal during times of crisis and stress. 
The overall profile of the middle management that emerged is that they 
regarded Prayer Fulfillment as the second most important facet of Spiritual 
Transcendence. 
5.4.16 Values and Core Beliefs 
Value indicates the regard for a thing, situation, or attitude, which for some 
reason is esteemed or prized by the value holder. The choice of values of a 
manager lays down the foundation of good management. Good management is 
just the expression of a wellassimilated value structure in managers. 
The values espoused by the middle managers of the studied organisation could 
be grouped under two heads: character and work. The values under character were 
honesty, integrity, trust, fairness, justice, ethical, spiritual, tolerance, and 
aesthetics. The values under work were professionalism, excellence, systematic, 
hardwork, purposeful and teamwork. 
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Integrity was the first value quoted by many middle managers and was of 
primary importance to them. It was seen to be a non-negotiable value and the basis 
of working relationships with the senior management and the team. When asked to 
define integrity one of the managers said, "It is consistency of thought, word, and 
deed." 
Honesty was regarded by many managers as a value that should be adhered as 
often as possible. The difficulty of all-time adherence was acknowledged. 
However, lack of honesty impacted negatively the value of integrity and diluted 
the same. 
Trust as a value indicated the consistency with which honesty was maintained. 
The key principle underlying trust was consistent behavior. The middle managers' 
ability to maintain trust generated alignment between the workforce and 
organizational goals. 
Fairness was a value that indicated consistency in the application of principles 
with respect to different situations and demonstration of ethical leadership at all 
points in time. This value helped middle managers feel satisfied with the method 
used. As one of the managers said, " means are as important as the ends." 
Justice was a value similar to fairness and denoted the end result of fair means 
and practices. It helped the middle managers to be effective as it enabled them to 
represent fairly the needs of their team members to the senior management and 
evolve a just solution in the event of conflict. 
Spirituality was a quality that was critical to the maturity and attitudes of the 
middle management. As one middle manager very aptly commented, "I do believe 
in the spiritual nature of human beings.... There is a spiritual dimension to man 
which should be nurtured." 
Tolerance was value which accepted and celebrated differences and leveraged 
them to generate business value. The middle management enhanced its human 
resource base with a tolerant view of diversity. It was interesting to note that the 
importance of this value was stressed predominantly by middle managers who 
belonged to the minorities. 
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Aesthetics was an unusual value that the middle management stated as being 
important for the generation of elegant solutions to client needs and for keeping the 
mind innovative. 
The work related values viz., professionalism, excellence, systematic 
hardwork, purposeful teamwork could be all summarised under the word 
competence. The middle managers included capabilities, skills, results and track 
record in their definition of competence. 
The group of values of character and work were very similar to list that 
emerged from the GLOBE (Global Leadership and Organisational Effectiveness) 
research program to address the matter (House et al.,1999). The values in the 
GLOBE research program were trustworthy, just, honest, foresighted, plans ahead, 
encouraging, informed, excellence oriented, positive, dynamic, motive arouser, 
confidence builder, motivational, dependable, coordinator, intelligent, decisive, 
effective bargainer, win-win problem solver, administratively skilled, 
communicative and team builder. 
The division between between character and work as it emerged from values 
articulated by the middle managers was also similar to the division as proposed by 
various authors clouted by Covey (2006). 
• Jack Welch-former CEO of GE- talks about managers being judged on their 
performance in two dimensions: `Live the values"(character) and "Deliver 
Result"(work) 
• Jim Collins-author of Good to Great-talks about a Level 5 leaders having 
`extreme personal humulity"(character) and `intense professional 
will"(work),In Built to Last, he speaks of the need - to "preserve the core" 
and "stimulate progress"(work). 
• Warren Buffet-CEO of Berkshire Hathway-prioritises "integrity"(character) 
and "intelligence"(work) as the qualities he looks for in people. 
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• Ram Charan-management consultant and author of numerous books- 
emphasizes the need to be a "leader of people" and 	"leader of 
business "(work) 
In summary, the profile of values espoused by the middle management was 
similar to and not significantly different from globally espoused values and values 
grouping proposed by leading management scholars and practioners. 
5.4.17 Role Models of Middle Management 
Middle managers like all managers were expected to be role models for the 
teams they lead and individuals they manage. In fact one of the Transformational 
Leadership behaviors is Idealised Influence which measures the degree to which 
the managers are influential with their ideals. 
But who are the role models of the middle management itself? Whom do they 
admire and look up to for inspiration? One might expect to notice the mention of 
senior managers as roles models. However an analysis threw up a variety of role 
models who could be grouped as 
A. Political Leaders-Mahatma Gandhi, Adolf Hiltler, Margaret Thatcher, Lalu 
Prasad Yadav and Narender Modi. 
B. Spiritual Leaders-Echart Tolle, Mother Teresa, Swami Vivekananda and 
personal spiritual guides 
C. Business Leaders-N.R.Narayanmurthy, Ratan Tata, Kishore Bayani and 
Dhirubhai Ambani. 
D. Middle Management's Seniors-CEOs, previous bosses and the current boss. 
E. Family: Mother, Father and Wife. 
While the inspirational role of some of names of the role models enumerated 
may be obvious, it was enlightening to understand the reasons of the importance 
of other role models like the personal spiritual guide, family members and senior's 
of the middle managers. 
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"The best leader is my spiritual guru.I cannot compare him with anyone. 
Whatever I am today or will be tommorow is due to his grace." The particular 
middle manager who made this comment about his role model also scored highly 
in the behavior of Universality, afacet of Spiritual Transcendence. 
"My role model is definitely my father. He did not rise very high in the 
corporate world. But he led the family very well. He has inpired me." The 
particular middle manager who expressed this sentiment also happened to score 
high in Connectedness, a facet of Spiritual Transcendence. 
"My wife is a leader. She does what she says. Once she commits to anything 
she will do it. She will find ways to do it. Most of my managerial skills and 
problem solving skills have been learnt from her." It is however interesting to note 
that the particular middle manager who stated this had scored high on Passive-
Avoldant .leadersh ip. 
"My mother is my role model for leadership as she ably led the family" is what 
was stated by another middle managers truly proving that the hand that rocks the 
cradle rules the world. 
The role models who were the immediate upline managers as well as senior 
managers were ascribed various special qualities, mentoring or coaching reasons 
for being role models of the middle management. 
The role models that the middle management sought to draw inspiration from 
were not different from the role models of the senior management as studied by 
Balasubramanian (2007). This indicated that role modeling was a powerful 
influencer of leadership behavior and had far reaching impact on the growth and 
development of middle managers and their behavior also as senior management 
later on in their career. 
5.5 Performance of the Middle Management 
From a strategic and competitive advantage point of view it is important to 
integrate employee performance with organisational performance goals. 
Performance management is the process by which executives, managers and 
supervisors work to align employee performance to with a firm's goals. 
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The middle management has the responsibility for precisely interpreting 
organisational objectives set by the top management and defining work, 
monitoring work, and giving feedback to the team members. The middle 
managements success in doing so is a measure of its own success and 
performance. The middle managers have to deal with knowledge workers as their 
team members which is always difficult to measure as it is intangible . The success 
of the middle managers in the studied organisation was a measure of the their own 
performance in managing knowledge workers. 
The perfomance rating system followed by organisation for its middle 
managers was based on a 5-point rating scale which is summarised in the Table 
5.5-A. 
Table 5.5-A Middle Management Peformance Rating System 
Rating Definition Description 
l Top Contributor Achieves exceptional results. Stand out from the rest . 
2 Excellent Contributor Goes above and beyond job responsibilities.Outperforms 
most peers. 
3 Solid Contributor Consistently meets job responsibilities.ls reliable 
.Demonstrates appropriate skill levels. 
4 Below Par Contribitor Does not execute all job responsibilities. Does not 
demonstrate adequate level of skills and knowledge, 
5 Poor Contibutor Does not demonstrate or utilise knowledge or skills 
required. 
The performance rating of the middle management team for the past three 
years are presented below in Table 5.5-B. 
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Table 5.5-B Performance Rating of Middle Managers for 3 years ( 2009-2011) 
Rat- Rating 2011 2010 2009 
in g Descr -  i P Cumtrlu- Cum11 Cramtilu- 
tion Fre- Per- lire Fre- Per- Tire Fre- Per- lire que+rc cent 
Perrenr 
gtierrcl cent 
Percent 
yuererr rent 
Percent 
1 TP 
12 9.1 9.1 16 12.1 12.1 13 9.8 9.8 
2 EC 
46 34.8 43.9 43 32.6 44.7 46 34.8 44.7 
3 SC 64 48.5 92.4 61 46.2 90.9 56 42.4 87.1 
4 BPC 10 7.6 100 9 6.8 97.7 17 12.9 100 
5 PC 
0 0 100 3 2.3 100 0 0 100 
Tonal I32 100 132 100 132 100 
Legend: TP= Top Contributor; EC= Excellent Contributor; SC=Solid Contributor 
BPC= Below Par Contributor; PC= Poor Contributor 
The analysis of the data indicated that there was a steady improvement in the 
performance of middle managers with the number of solid contributors steadily 
increasing over the 3 years from 42.4 percent to 48.5 percent.. It was also observed 
that the total percentage of below par and poor contributors decreased from 12.9 
percent to 7.6 percent. 
The efforts to raise the performance levels of the middle management had 
included the following initiatives. 
• Clarity of direction and goal setting 
• Intense dialogues and discussions to gain consensus between senior 
leadership and middle management on goal setting 
* Continuous efforts to develop leadership and leaders through seminars 
workshops and training programs. 
This resulted in raising the average level of performance of the middle 
managers. It was also observed that the standards of top performance were 
maintained as the cumulative percentage of top and excellent contributors 
remained steady between 43.9 and 44.7 percent. 
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A correlation analysis was conducted between the peformance rating of the 
middle managers ( for the year 2011) and, their Leadership Styles and Outcomes 
of Leadership (research data collected in the year 2011). This was done with 
Leadership Styles data that was self-rated as well as follower rated. The correlation 
analyis is presented in Table 5.5-C and Table 5.5-D. However no meaningful 
correlations were observed. 
It was also important to keep in mind that the performance ratings were given 
to the middle management by the senior management. The current data set of the 
research incorporated leadership styles data on the middle manager and the 
follower and was not a 360 degree feedback which included the feedback of the 
top management. There was a noteworthy divergence between what the middle 
management thinks of itself, what the team members of the middle management 
think of their managers and what the top management thinks about the middle 
management. 
This finding indicated that the Full Range Leadership Theory was not the 
underlying model of the top leadership in the organisation as well as the middle 
management in the deployment of performance management. 
Table 5.5-C Correlation Analysis of Performace Rating of Middle Managers 
in 2011 with Self Rating of Leadership styles and Outcomes of Leadership 
Variable PR11 PAL TeL TIL EE EFF SAT 
Performance Rating I 
2011(PRI1) 
Passive 
Avoidant -.053 1 
Leadership(PAL) 
Transactional -.005 -.036 1 Leadership(TcL) 
Transformational -01 I -.125 .43f 1 Lcadership(TfL) 
Extra Effort (EE) -.002 -.008 .240 Y .548 1 
EIfectiveness(EFF) -.045 -A85 .418 .593 ` .488 - I 
Satisfaction(SAT) -.023 -.070 .254 .449 - .412 .517 1 
**. Correlation is significant at the 0.01 level (2-tailed). 
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Table 5.5-D Correlation Analysis of Performace Rating of Middle Managers in 2011 with Fol-
lower Rating of Leadership styles and Outcomes of Leadership 
Variable PRI1 PAL TeL TfL 1E EFF SAT 
Performance 
Rating 2011(PR11) 
Passive 
Avoidant -.019 
Leadersliip(PAL) 
Transactional 
-.154 -.061 1 
Leadership(TeL) 
TranformationaI 
-.170 -.122 .780 l 
Leadcrship(TfL) 
Extra Effort (EE) -.183 .009 .625 .747-- 1 
EtTectiveuess(EFF) -.222 -.131 .747" .816 1 
Satisfaction(SAT) -.175* -.191 61$' 726 743" 810 - t 
. Correlation is significant at the 0.05 level (2-tailed). 
**. Correlation is significant at the 0.01 level (2-tailed). 
5.6 Composite Representation of Leadership Styles demonstrated 
by the Middle Management 
Each middle manager demonstrated a leadership style which was a composite 
of the three leadership styles viz. Passive-Avoidant Leadership behaviors, 
Transactional Leadership behaviors and Transformational Leadership behaviors. 
The organisation's acceptance of a manager's style is the consequence of the 
orgnaisational culture which provides the support and approval for such behaviour. 
In order to understand the distribution of leadership styles across the middle 
management layer of the studied organisation, a composite leadership score was 
created for each manager by summing up the scores of the invidival leadership 
styles. The percentage contribution of each Leadership Style to the composite style 
was calculated. The descriptive statistics on the Leadership Styles (self-rating as 
well as follower-rating) as a percentage of the composite leadership score is 
presented in Table 5.6-A and Table 5.6-B. 
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Table 5.6-A Distribution of Leadership Styles (self-rating) 
Distribution Mean Std. Deviation Minimum Maximum 
% of PAL in Compo 
8.98 5.35 .00 23.75 
site Leadership Score 
% of TeL in Compo- 
42.53 4.91 27.95 53.19 
site Leadership Score 
% of TfL in Compo 
48.48 5.06 35.28 66.93 
site Leadership Score 
Table 5.6-B Distribution of Leadership Styles (follower-rating) 
Distribution Mean Std. Deviation Minimum Maximum 
% of PAL in Compo 
13.05 7.56 .00 37.03 
site Leadership Score 
% of TcL in Compo 
42.89 4.741 29.62 54.54 
site Leadership Score 
% of TFL in Compo- 
44.04 5.04 31.08 57.78 
site Leadership Score 
The stable element in the distribution of Leadership Styles was very clearly 
Transactional Leadership which had similar mean scores with self-rating (42,53) 
and follower rating (42.89) as well as similar standard deviations (4.9 1) and (4.74) 
respectively. Therefore it was concluded that this style was a very visible style 
about which the followers and managers were in concurrence about its prevalence. 
However in the case of Passive-Avoidant Leadership style, it was observed the 
followers felt that their managers were demonstrating the style to a greater extent 
than what the managers thought about it themselves. The mean of the followers 
for percentage presence of Passive-Avoidant Leadership in their managers was 
13.05 where as the mean as perceived by the managers themselves was 8.98. 
Finally in the case of Transformational Leadership, it was observed that the 
managers over-rated themselves while their subordinates under-rated thetas. The 
mean of the self assessment of managers was 48.48 % contribution of 
Transformational Leadership to their composite leadership while the mean of the 
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follower rating indicated that the contribution of Transformational Leadership was 
only 44.04 %. 
This distribution of Leadership Styles of the middle management creates the 
paradigm under which organisational goals are achieved, the culture which 
underpins the drive to achieve the mission, and the bridge between the senior 
leadership and workforce without which co-operative endeavour would not be 
possible. With the findings of this study demonstrating that Transformational 
Leadership is most beneficial and important in achieving organisational objectives, 
it is clear that the middle management of the organisation studied needs to mould 
itself by adopting a greater degree Transformational Leadership style while 
retaining and refining the exhibition of Transactional Leadership and reducing or 
nullifying the demonstration of Passive-Avoidant Leadership. 
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CHAPTER 6 
Major Highlights and Implications 
6.1 Highlights 
The main purpose of this research effort was to study the Iink between Person-
ality, Spirituality and Leadership Styles. The present study helped understand the 
link between these constructs in the Indian context. 
Among the Personality Traits, Extraversion emerged as the strongest and most 
reliable predictor of the Transformational Leadership style followed by Openness 
to Experience, Conscientiousness and Universality (a facet of Spiritual Transcen-
dence). Transactional leadership was strongly and reliably predicted by Conscien-
tiousness. Passive-Avoidant Leadership was negatively correlated with Conscien-
tiousness and Openness to Experience and these two traits were inverse predictors 
of Transactional Leadership. 
Spiritual Transcendence impacted Transformational Leadership through its 
facet Universality. The moderating role of Spiritual Transcendence on the impact 
of Personality Traits on Leadership styles was not evident, though two of its facets 
were found to have a moderating influence. The impact of Spiritual Transcen-
dence was seen directly on the Leadership Styles, that too only in the instance of 
Transformational Leadership. 
Leadership Styles significant impacted the outcomes of leadership. Transfor-
mational and Transactional Leadership significantly impacted Extra Effort, Effec-
tiveness and Satisfaction. Satisfaction was also negatively correlated with Passive-
Avoidant Leadership. 
The middle management of the studied organisation demonstrated all the three 
leadership styles in a behavioural continuum which represented the full range of 
leaderhip theory. All managers demonstrated managerial styles which were com-
binations of different proportions of Transformational Leadership, Transactional 
Leadership and Passive=Avoidant Leadership, 
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6.2 Managerial Implications 
In this section we examine various aspects of implications of the findings for 
managers in organisations in general. 
6.2.1 Leadership Style and Culture of the Organisation. 
The identification and quantification of leadership styles across hierarchical 
levels in an organisation enables understanding the prevailing and predominant 
leadership styles-whether the organisation has a Transformational Leadership cul-
ture, a Transactional Leadership culture or a Passh'e-Avoidant Leadership culture. 
Transformational leadership culture encourages and supports innovation and 
open discussion of issues and ideas so that challenges become opportunities, rather 
than threats (Bass 1998), Leaders within such a culture are role models, mentors, 
and coaches. They consistently espouse organizational goals and purpose that all 
employees take up as important components of the organization's vision. 
Bass and Avolio state that within a transformational culture "there is generally 
a sense of purpose and a feeling of family" (1993). Employees of transformational 
cultures go beyond their self-interests and strive towards organizational goals; this 
is in contrast to those employees in transactional cultures. However, successful 
transformational cultures usually have a base of transactional elements upon which 
the transformational qualities build (Bass 1998). Neither purely transactional nor 
transformational cultures are likely to be successful. Conceptually at least, there is 
a positive relationship between the leadership of an individual and the leadership 
culture of the organization. However, it is difficult to opine whether the leadership 
of individuals contributes to the culture of the organization, or whether the culture 
of the organization has an impact on the leadership displayed by individuals. Prob- 
ably, in reality, both explanations are valid. Empirically, this relationship has not 
been tested. 
"A `pure' transactional leadership culture focuses on everything in terms of 
explicit and implicit contractual relationships" (Bass & Avolio 1993). In such a 
culture, there is a set price on everything, and every action has an ascribed value. 
Bass and Avolio (1993) state that in this sort of culture, individualism is very 
strong and therefore, concern for self- interest rather than organizational aims pre- 
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dominate. Further, because employees working in this type of culture do not identi-
fy with the mission or vision of their organization, commitment is often short-term, 
existing to the extent of rewards provided by the organization (Bass 1998). Trans-
actional culture tends to support and maintain the status quo and as such provides 
less flexibility than that of transformational culture. A Passive-Avoidant Leader-
ship culture spells disaster for the organization and its ability to create its future. 
6.2.2 Selection, Transfer Policies and Promotion Policies 
The scores of the Personality Traits from NEO-FFI and the STS (Spiritual 
Transcendence Scale) coupled with scores of MLQ-5x can be used to identify the 
type of managers needed given the organizational context and situation. Considera-
tion of three (Extraversion, Openness to Experience and Conscientiousness) out of 
the five Personality Traits and one trait (Universality) of Spiritual Transcendence 
may assist in choosing transformational leaders. Consideration of Conscientious-
ness out of the Big Five Traits will assist in choosing transactional leaders. Two 
traits, namely, Conscientiosness and Openness to Experience may also help avoid 
choosing passive-avoidant leaders. 
These scores can also be used in combination with assessment centre proce-
dures to provide a more comprehensive profile of a candidate's leadership poten-
tial. 
The scores make it possible to identify managers suited to a particular kind of 
organisational culture, department, work group, project or situation, Managers can 
be placed in positions that they are best suited for and for which they will require 
the least amount of training. Matching a leader to the appropriate situation rather 
than making unnecessary costly or impossible changes to the situation, can help a 
group or organization solve a potentially difficult problem. 
Particularly, the NEO-FFI or NEO-PI-R can be used to identify emergent lead-
ers where there may be no leadership performance to go by. Only such candidates 
that have the appropriate blend of Personality Traits could be shortlisted for fur-
ther development. 
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The utility of Spiritual Transcendence in predicting candidates with a potential 
for Transformational Leadership is evident. The study also serves to remove the 
ambiguity around spirituality in leadership and gives a clearer model to work with. 
6.2.3 Development and Counselling 
The scores of the STS, NE0-FFI and MLQ5x can be used to counsel and de-
velop leaders and managers at an individual, group and organisational level. At an 
individual level, the first consequence is that the scores enable the leadership de-
velopment counsellor to understand the candidate and diagnose the current situa-
tion. With empathy and rapport the development counsellor can provide feedback 
and insight to help the candidate understand himself/herself. 
At a group level, senior management teams can be provided with feedback on 
their scores of all the 3 instruments to assess their leadership styles and personality 
traits and spirituality influencers of the leadership style. Equipped with such feed-
back and insights, the senior team can create a roadmap for self development to 
address the organizational situation and challenges and utilise the current and un-
tapped strengths of the senior leadership team members. 
At an organizational level, efforts could be made across the hierarchical level 
to improve leadership effectiveness based on an assessment of Personality Trails, 
Spiritual Transcendence and Leadership Styles. 
6.3 Specific Recommendations for the Organisation Studied 
This section examines recommendations which are specific to the needs of the 
selected organisation.These recommendations are culled from the answers and in-
sights to Research Question No 7: What steps can the organisation take to identify 
and groom current and emerging leaders? The methodology of identifying emer-
gent leaders through the utlisation of Personality Traits scores and Spiritual Tran-
scendence scores has been dealt with in the previous section. We examine the steps 
to groom the current leaders who constitute the middle management layer of the 
organisation. 
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6.3.1 Strategic H.R. guidance on Leadership Culture 
Strategy in a business context determines the direction in which the enterprise 
is going in relation to its environment in order to achieve sustainable competitive 
advantage. The emphasis is on focused actions that differentiate the firm from its 
competitors. Business strategies are dictated by the need to achieve financial per-
formance. Financial performance is dependent on efficiency and innovative adap-
tation. The relative importance of efficiency and innovative adaptation is decided 
by business strategy. Efficiency is especially important when the competitive strat-
egy of the organisation is to offer products and services at a lower price than com-
petitors. Innovation is especially important for the organisation with the business 
strategy of that emphasizes unique leading edge products or services designed to 
satisfy the changing needs of customers and clients. 
Strategic HR is a general approach to the strategic management of human re-
sources in accordance with the intentions of the organisation on future direction it 
wants to take. Specifically Stategic HR needs to decide the quality of human capi-
tal it will deploy and the quality of leadership behaviours it will prescribe for 
achieving the business strategy (Yuk1, 2008). Talented employees with unique 
knowledge and skills are always a valuable asset and a source of competive advan-
tage. The leadership behaviours prescribed could be task-oriented behaviours 
which are useful in improving efficiency, change-oriented behaviours which are 
most useful for improving innovative adaptation and relations-oriented behaviours 
which are useful for improving human resources and relations. 
In the terms of Leadership Styles in the current study, it would be reasonable to 
infer that Transfo rain tional Leadership supports innovative adaptation and human 
resources improvement and Transactional Leaderhip supports efficiency. It would 
also be clear that passive-avoidant leadership is a drag which reduces leadership 
effectiveness and needs to be kept at the minimum. 
Hence, the senior leadership and HR should decide which leadership style to 
promote between different teams, departments or business units. Teams and man-
agers that deal with the routine task of business would be greatly assisted by dem-
onstrating Transactional Leadership behaviours. Teams and managers who deal 
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with development of innovation products and services would be great assisted by 
demonstrating Transformational Leadership behaviours. 
6.3.2 Education and Development to promote appropriate leadership style 
To be strategically relevant, the qualities and Leadership Styles of leaders and 
managers require careful design and implementation of program for acquiring and 
enhancing them in an effective manner. The success of this program depends not 
only on the acquisition of knowlege about the styles and the experience of practis-
ing them but also on an adequate appreciation of organisational politics and culture 
and strategic imperatives. The following methods are recommended to precisely 
impact the direction of leadership development. 
• Feedback: It is recommended to provide feedback to managers individually 
about their current leadership style through multi-source ratings (superior, self, 
peer, and subordinate). Thereafter, it is advised that each manager be helped to 
develop a plan of action to improve impact of Leadership Style. Provision of 
management support to help managers exercise their enhanced style leadership 
is an action that is recommended to help track behaviour over time. Finally it is 
recommended that feedback be provided on each managers' progress with 
their leadership development plan from self-evaluations and comments from 
others. 
• Training: It is recommend to train managers in the Transformational Leader-
ship scripts. For example training in Inspirational Motivation can be imparted 
by practising with the scripts like,"You might view this task as a challenge you 
can master" and "I believe you can perform well, because only motivated and 
exceptional people do so." Training in Individualised Consideration can be 
imparted by practising with scripts like " Feel free to to use any strategy you 
think will work best for you ." and "You might use this task as an opportunity 
to practice your maths skills." It is recommended that managers be helped cre-
ate own scripts for other Transformational Leadership behaviours. An example 
of instructing them in Transactional Contingent Reward scripts ,"If you 
achieve the objectives I have set, I will recognise your achievement with the 
following reward.......... and "Let us agree on what has to be done and how you 
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will be rewarded if you achieve the objectves." and Transactional Manage-
meat-by-Exception Active scripts, "Avoid making mistakes during this 
• task,because you performance is being monitored, and any mistakes will be 
noted." (Lyons & Schneider, 2009). Based on the method developed by Awam-
leh & Gardner (1999) it is recommended to train managers in the use of direct 
eye contact, vocal variability, use of an animated voice, use of animated facial 
expressions (smiles in particular), and hand and body gestures while delivering 
Transformational Leadership scripts. It is further recommended to train man-
agers to deliver Transactional Contingent Reward script and Transactional 
Management-by-Exception Active script with emphasis on details of the task, 
use of neutral emotional expressions, intermittent eye-contact, and neutral 
voice tone. 
• Coaching: It recommended to assign coaches compatible to the coachee with 
the purpose of coaching being improving a specific leadership skill. It is a 
pragmatic policy to regard coaching as an ongoing process rather a discrete 
event. By coaching managers on how to link their developmental goals to im-
plementation interntions behavioural change is accelerated. In order to sustain 
the process it important to train potential coaches on the coaching process 
(Whitmore, 2002). 
• Mentoring: It is recommended to pair selected middle managers to senior 
managers outside their direct resporting line. The opportunity to observe and 
interact with the senior management is a critical part of mentoring as it helps 
develop a more strategic and sophisticated perspective of the organisation by 
enhancing shared mental representations and interpretations of organisational 
concerns, issues and imperatives. 
6.3.3 Monitoring and Reassignment of Outliers 
There is a need to monitor managers who are low on Conscientiousness. They 
are likely to find it difficult to increase their impact in Transactional and Trans-
formational Leadership. They may placed at non-strategic projects or non-
managerial role to best use their potential. As managers low on Openness to Ex-
perience are likely to demonstrate Passive-Avoidant Leadership, it may be helpful 
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to monitor them and reassign them to non-leadership roles. It is recommended to 
identify managers high on Extraversion, Conscientiousness, Openness to Experi-
ence and Universality and assign them to strategically critical projects. And finally, 
it is recommended to assign managers with a high Conscientiousness to routine 
foundational projects and team activities. 
6.3.4 Aligning Performance Evaluation Criteria to Full Range Leadership 
Styles 
The choice of appropriate leadership style is a behavioural imperative de-
manded by business strategy. Hence it is important to retune performance evalua-
tion criteria for middle mangers to be in line with the strategic choice of leadership 
style-Transfonnational and/or Transactional. 
6.4 Summary of Highlights, Implications and Recommendations 
Table 6.4 provides a summary of highlights, implications and recommenda-
tions. 
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Table 6.4 Summary of Critical Research Findings 
Highlights Implications Reconunendations 
Extraversion is strongest pre- This combination of traits is Selection Identify and select 
dictor 	of 	Tiansforniational useful in predicting emergence candidates with higher scores 
Leadership 	followed 	by of Transformational Leader- in the combination of trait 
Openess 	to 	Experience 	and ship behaviour. 
Conscientiousness and Univer- Placement: Identify and assign 
sahq,. managers with this combina- 
tion of traits to critical and 
strategic projects which de- 
mand Extra Effort, Effective- 
ness and Satisfaction. 
Performance Management: 
Assess on basis of success of 
change initiatives. 
Conscientiousness is a strong This trait in isolation is useful Selection; Identify and select 
predictor 	of 	Transactional in 	predicting 	Transactional candidates with higher score in 
Leadership Leadership behaviour trait of Conscientiousness. 
Placement: Identify and assign 
managers with a high score in 
this trait to routine and steady 
work 
Performance Management: 
Assess and reward efficiency 
and task completion. 
Conscienriousnes and Open- Identification of low scores in Selection: 	Reject 	candidates 
ness to Experience are nega- these 	two 	traits 	is useful 	in with 	the 	low 	scores 	in 	the 
tively 	correlated 	to 	Passive- predicting 	Passive 	Avoidant combination of traits. 
Avoidant leadership leadership behaviour. 
Placement: Identify and reas- 
sign 	managers 	to non-critical 
projects. 
Performance 	Management: 
Evaluated 	as 	an 	individual 
contributor.Should 	not 	be 	a 
manager. 
6.5 Limitations of Research 
Costa & McCrae (1997) indicated, "Every social scientist knows that question-
naires are fallible instruments, subject to an intimidating array of biases and distor-
tions. Respondents may answer at random, or may misunderstand items, or delib-
erately lie or agree indiscriminately to any assertion presented to them." 
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• This study was limited in scope as it has studied only the middle man-
agers of a middle-sized IT company. 
• The NEO-FFI instrument with 60 items was used which limited the ex-
ploration of Personality Facets. A deeper exploration was possible if 
NEO-PI-R, with 240 items was used. 
+ Implicit leadership theories seem to have contaminated the follower 
evaluations as limited correlation was found between the Personality 
Traits of the leaders and Leadership Style. A related potential biasing 
factor could be the nature of the sample. As the sample has been drawn 
from the IT sector (where there is a need for competence, order and 
achievement striving to a greater  extent), it is possible that subordinates 
saw only conscientiousness as a favourable personality factor. That 
none of the Facets of Spiritual Transcendence emerged as significant 
predictor of Leadership Styles is another piece of evidence in this direc-
tion. 
6.6 Directions of Future Research 
This study has the scope of extension-both breadth-wise as well as depth- 
wise 
• Breadth-wise, this scope could be extended by 
o Studying samples from different industries like food & beverages, 
telecommunications, automobile, construction, textile, energy, 
banking and insurance and the health industries. 
o Studying different organisations from the same industry by adopting 
appropriate differentiators like revenue, technology, public sector 
and private sector. 
o Studying different levels in a single organisation like top manage-
ment, middle management, and supervisory management. 
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o Studying different functional disciplines in a single organisation 
like finance, marketing, sales, research & development and opera-
tions 
• There is scope for conducting research studies focussing on in-depth explo-
ration of the organisation, specifically 
o Studying impact of leadership on strategy of various HR functions 
namely, Recruitment & Staffing, Employee & Labour Relations, 
Compensation & Benefits, and Organisation & Employee Devel-
opment(with a focus on impact on counselling and mentoring). 
o Utilising other instruments of Spirituality and Personality to cross 
validate findings. 
o Studying link between leadership styles and organisational per-
formance variables especially financial performance. 
Based on the suggestions provided above future research should develop 
greater understanding which illuminates more comprehensively the 
relationship among Personality, Spirituality and Leadership and 
Organisational Outcomes. 
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Appendix No 1 
Personality Traits Questionnaire 
NEO-FFI 
Na Statement 	 SD D 	N 	A 	SA 
1 lain not a worrier . 
2 I like to have a lot of people around me. 
3 I do not like to waste my time day dreaming. 
4 1 try to be courteous to everyone I meet . 
5 1 keep my belongings neat and clean. 
6 1 often feel inferior to others. 
7 I laugh easily. 
8  Once I find the right way to do something , I 
stick to it. 
9  I often get into arguments with my family and 
co-workers. 
10 I'm pretty good about pacing myself so as to get things done on time. 
I I When I'm under a great deal of stress, sometimes 
I feel I'm goiflg to pieces. 
12 1 do n't consider myself especially light hearted. 
13 I am intrigued by the patterns I find in art and nature. 
14 Some people think I 'm selfish and egotistical. 
15 1 am not a very methodical person. 
16 1 rarely feel lonely or blue. 
17 1 really enjoy talking to people. 
18  I believe letting students hear controversial 
speakers can only confuse and mislead them 
lg I would rather co-operate with others than com-
ete with them. 
20 1 try to perform all the tasks assigned to me con-scientiously. 
21 I often feel tense and jittery. 
22 I like to be where action is . 
23 Poetry has little or no effect on me. 
24  I tend to be cynical and skeptical of others inten-
tions. 
25  I have a clear set of goals and work toward them 
in an orderly fashion. 
26 Sometimes I feel completely worthless. 
27 1 usually prefer to do things alone. 
28 1 often try new and foreign foods. 
29 I believe that most people will take advantage of you if you let them. 
30 1 waste a lot of time before settling down to work. 
31 I rarely feel fearful or anxious. 
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32 1 often feel I am bursting with energy. 
33 1 seldom notice the moods or feelings that differ- 
ent environments produce. 
34 Most people I know like me. 
35 I work hard to accomplish my goals. 
36 1 often get angry at the way people treat me. 
37 1 am a cheerful, high spirited person. 
38  I believe we should look to our religious authori- 
ties for decisions on moral issues. 
39 Some people think of me as cold and calculating. 
40  When I make a commitment, 1 can always be 
counted to follow through. 
41 Too often, when things go wrong, I get dicuraged and feel Iike 	ivin 	u . 
42 1 am not a cheerful optimist. 
Some times when 1 am reading poetry or looking 
43 at a work of art, I feel a chill or wave of excite- 
tnent 
44 I am hardheaded and tough minded in my atti- 
tudes. 
45 Sometimes I am not as dependable or reliable as I should be, 
46 1 am seldom sad or depressed. 
47 My life is fast paced. 
48  I have little interest in speculating on the nature 
of the universe or the human condition. 
49 I generally try to be thoughtful and considerate. 
50 I am a productive person who always gets the job done. 
51  1 often feel helpless and want someone else to 
solve my problems. 
52 1 am a very active person 
53 1 have a lot of intellectual curiosity. 
54 If I do not like people I let them know it 
55 1 never seem to be able to get organized. 
56 At times I have been so ashamed I just wanted to hide. 
57 I would rather go my way than be a leader of others . 
58  I often enjoy playing with theories or abstract 
ideas. 
59 If necessary, I am willing to manipulate people 
to get what I want. 
60 1 strive for excellence in everything I do. 
Legend SD=Strongly Diasagree ; D= Disagree ; N=Neutral ; 
A= Agree; SA= Strongly Agree 
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Key to Personaltiy Traits Questionnaire 
NEO-FFI 
N 
o. Statement Factor 
I I am not a worrier Neuroticism 
2 1 like to have a lot of people around me. Extraversion 
3 1 do not like to waste my time day dreaming. Openness 
4 I try to be courteous to everyone I meet . 
Agreeable-
ness 
5 I keep my belongings neat and clean. 
Conscien-
tiousness 
6 I often feel inferior to others. Neuroticism 
7 1 laugh easily. Extraversion 
8 Once I find the right way to do something. I stick to it. Openness 
9 1 often get into arguments with my family and co-workers. 
Agreeable-
ness 
10 I'm pretty good about pacing myself so as to get things done on time. 
Conscien-
tiousness 
ii When I'm under a great deal of stress, sometimes I feel I'm going to pieces. Neuroticism 
12 1 do n't consider myself especially light hearted. Extraversion 
13 1 am intrigued by the patterns I find in art and nature. Openness 
14 Some people think I 'm selfish and egotistical. 
Agreeable-
ness 
15 1 am not a very methodical person. 
Conscien-
tiousness 
16 1 rarely feel lonely or blue. Neuroticism 
17 I really enjoy talking to people. Extraversion 
l8 
I believe letting students hear controversial speakers can only confuse and 
mislead them Openness 
19 1 would rather co-operate with others than compete with them. 
Agreeable-
ness 
20 1 try to perform all the (asks assigned to me conscientiously. 
Conscien- 
tiousness 
21 1 often feel tense and jittery. Neuroticism 
22 1 like to be where action is. Extraversion 
23 Poetry has little or no effect on me . Openness 
24 1 tend to be cynical and skeptical of others intentions. 
Agreeable-
ness 
25 1 have a clear set of goals and work toward them in an orderly fashion. 
Conscien- 
tiousness 
26 Sometimes I feel completely worthless. Neuroticism 
27 1 usually prefer to do things alone. Extraversion 
28 1 often try new and foreign foods. Openness 
29 I believe that most people will take advantage of you if you let them. 
Agreeable-
ness 
30 1 waste a lot of time before settling down to work. 
Conscien- 
tiousness 
31 1 rarely feel fearful or anxious. Neuroticism 
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32 1 often feel I am bursting with energy. Extraversion 
33 1 seldom notice the moods or feelings that different environments produce. Openness 
34 Most people 1 know like me. 
Agreeable-
ness 
35 1 work hard to accomplish my goals. 
Conscien-
tiousness 
36 I often get angry at the way people treat me. Netyroticism 
37 1 am a cheerful, high spirited person. Extraversion 
38 
I believe we should look to our religious authorities for decisions on moral 
issues. Openness 
39 Some people think of me as cold and calculating. 
Agreeable-
ness 
40 When I make a commitment , I can always be counted to follow through. 
Conscien-
tiousness 
41 Too often, when things go wrong, I get dicuraged and feel like giving up. Neuroticism 
42 1 am not a cheerful optimist. Extraversion 
43 
Some times when I am reading poetry or looking at a work of art, I Feel a 
chill or wave of excitement Openness 
44 1 am hardheaded and tough minded in my attitudes. 
Agreeable-
ness 
45 Sometimes I am not as dependable or reliable as I should be. 
Conscien-
tiousness 
46 1 am seldom sad or depressed. Neuroticism 
47 My life is fast paced. Extraversion 
48 
I have little interest in speculating on the nature of the universe or the human 
condition. Openness 
49 1 generally try to be thoughtful and considerate. 
Agreeable-
ness 
50 1 am a productive 'person who always gets the job done. 
Conscien-
tiousness 
51 I often feel helpless and want someone else to solve my problems. Neuroticism 
52 I am a very active person Extraversion 
53 I have a lot of intellectual curiosity. Openness 
54 III do not 	like people I let thern know it 
Agreeable-
ness 
55 1 never seem to be able to get organized. 
Conscien- 
tiousness 
56 At times I have been so ashamed I just wanted to hide. Neuroticism 
57 I would rather go my way than be a leader of others . Extraversion 
58 1 often enjoy playing with theories or abstract ideas. Openness 
59 If necessary, I am willing to manipulate pcop1eget what I want. 
Agreeable-
ness 
60 1 strive for excellence in everything I do. 
Conscien- 
tiousness 
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Appendix No 2 
Spiritual Transcendence Questionnaire 
Spiritual Transcendence Scale 
No. Statements SD D N I SA 
1 
1 have not experienced deep fulfillment and bliss through my prayers 
and for meditiation 
2 I do not feel a connetion to some larger Being or Reality  
3 
I do not believe that on some level my life is intimately tied to all of 
humankind 
4 I meditate and /or pray so that I can reach a higher spiritual level. 
5 All life is interconnected 
6 There an order to the universe that transcends human thinking  
7 Death does stop one's feelings of emotional closeness to another. 
8 
In the quiet of my prayers and /or meditations , I find a sense of 
wholeness. 
9 
I have done things in my life because I believed it would please a 
parent, relative, or friend who had died. 
10 
Although dead ,memories and thoughts of some of my relatives con-
tinue to influence my current life. 
1 I Spirituality is not central to m 	life. 
12 
I find my inner strength and/or peace from my prayers and/or medita-
tions 
13 
Although there is good and bad in people , I believe that humanity as 
a whole is basically bad. 
14 I do not have any strong emotional ties to someone who has died. 
IS 
There is no higher plane of consciousness or spirituality that binds 
people. 
16 
Although individual people may be difficult I feel an emotional bond 
with all humanity. 
17 1 meditate and /or pray so that I can grow as a person 
1S Prayer and/or meditation do not hold much appeal to me. 
19 
My prayers and /or meditiations provide me with a sense of emotional 
support 
20 I feel that on a higher level all of us share a common bond. 
21 1 want to grow closer to the God of my understanding. 
22 The praise of others gives deep satisfaction to m 	accomplishments 
23 
1 am not concerned about the expectations that loved ones have of me 
Legend SD=Strongly Diasagree ; D= Disagree ; N=Neutral ; 
LA= Agree ; SA= Strongly Agree 
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Key to Spiritual Transcendence Questionnaire 
Spiritual Transcendence Scale 
N 
o. Statements Category__  
I have not experienced deep fulfillment and bliss through my prayers and for Prayer 	Ful- 
I meditiation fillment 
Prayer 	Ful- 
2 I do not feel a connetion to some larger Being or Reality fillment 
I do not believe that on some level my life is intimately tied to all of human- 
3 kind Universality 
Prayer 	Ful- 
4 1 meditate and for pray so that I can reach a higher spiritual level. fillment 
5 All life is interconnected Universality 
6 There an order to the universe that transcends human thinking Universality 
Connected- 
7 Death does stop one's feelings of emotional closeness to another. ness 
Prayer 	Ful- 
8 In the quiet of my prayers and for meditations , I rind a sense of wholeness. fillment 
I have done things 	in my life because I believed it would please a parent, Connected- 
9 relative, or friend who had died. ness 
Although dead ,memories and thoughts of some of my relatives continue to Connected- 
10 influence my current life. ness 
Prayer 	Ful- 
1 Spirituality is not central to m 	life. fillment 
Prayer 	Ful- 
12 [find my inner strength and/or peace from my prayers and/or meditations fillment 
Although there is good and bad in people , I believe that humanity as a whole 
13 is basically bad. Universality  
Con nected- 
14 1 do not have any strong emotional ties to someone who has died. ness 
15 There is no higher plane of consciousness or spirituality that binds people. Universality 
Although individual people may be difficult I feel an emotional bond with all 
16 humanity Universality  
Prayer 	Ful- 
17 I meditate and for pray so that I can grow as a person fillment 
Prayer 	Ful- 
I8 Prayer and/or meditation do not hold much appeal to me. fillment 
Prayer 	Ful- 
19 My prayers and /or meditiations provide me with a sense of emotional support fillment 
20 1 feel that on a higher level all of us share a common bond. Universality  
Prayer 	Ful- 
2! 1 want to grow closer to the God of my understanding. fillment 
Connected- 
22 The praise of others gives deep satisfaction to m 	accomplishments ness 
Connected- 
23 1 am not concerned about the expectations that loved ones have of me. ness 
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Appendix No 3 
Multifactor Leadership Questionnaire 
ML05x(self rating) 
Fre- 
Not 	Once in Some Fairly quent 
No. 	Statement 	 at all 	a while times Often ly 
I provide others with assistance in exchange 
1 	for their efforts 
I reexamine critical assumptions to question 
2 	whether they are appropriate 
I fail to interfere until problems become se- 
3 	rious 
I focus attention on irregulari- 
ties,mistakes,exccptions and deviations from 
4 	standard 
I avoid getting involved when important is- 
5 	sues arise 
I talk about my most important values and 
6 	beliefs 
7 	1 am absent when needed 
I seek differing perspectives when solving 
8 	problems 
9 	1 talk optimistically about the future 
I instill pride in others for being associated 
10 	with me 
I discuss in specific terms who is responsible 
II 	for achieving 	 rformance targets 
I wait for things to go wrong before taking 
12 	action 
1 talk enthusiastically about what needs to be 
13 	accomplished 
I spec] fy the importance of having a strong 
14 	sense of purpose 
15 	1 spend time teaching and coaching 
1 make clear what one can expect to receive 
16 	when performance goals are achieved 
I show that I am a firm believer in "lf it ain't 
I7 	broke, don't fix it. 
I go beyond self-interest for the good of the 
IS 	group  
I treat others as individuals rather than just as 
19 	a member of a group  
I demonstrate that problems must become 
20 	chronic before I take action 
21 	I act in ways that build others' respect for me 
I concentrate my full attention on dealing with 
22 	mistakes , complaints and failures 
I consider moral and ethical consequences of 
23 	decisions 
24 	1 keep track of all mistakes 
25 	I display a sense of power and confidence 
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26 1 articulate a compelling vision of the future 
27 
I direct my attention towards failures to meet 
standards 
28 I avoid making decisions 
29 
I consider an individual as having different 
needs , abilities, and aspirations from others 
30 
I get others to look at problems from many 
different angles 
31 I help others to develop their strengths 
32 
I suggest new ways of looking at how to coin-
plete assignments 
33 1 delay responding to urgent questions 
34 
I emphasize the importance of having a col-
lective sense of mission 
35 
I express satisfaction when others meet expec-
tations 
36 
I express confidence that goals will be 
achieved 
37 
I am effective in meeting other's job related 
needs 
38 1 use methods of leadership that are satisfying 
39 
I get others to do more than they are expected 
to do 
40 
I am effective in representing others to higher 
authority  
41 1 work with others in a satisfactory way 
42 1 heighten others' desire to succeed 
43 
1 am effective in meeting the organization's 
requirements 
44 1 increase others' willingness to try harder 
45 1 lead a group that is effective 
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MLQ5x(follower rating) 
The Person 1 am Rating 
Not 	Once in 	Some Fairly Fre- 
	
No. 	Statement 	 at all a while 	times Often 	auent ly 
Provides me with assistance in exchange for 
my efforts 
Re-examines critical assumptions to question 
whether they arc appropriate 
3 	Fails to interfere until problems become se- 
rious 
Focuses attention on irregulari- 
4 	ties,mistakes,exceptions and deviations from 
standard 
Avoids getting involved when important 
issues arise 
6 	Talks about his/her most important values 
and beliefs 
7 	Is absent when needed 
8 	Seeks differing perspectives when solving 
problems 
9 	Talks optimistically about the future 
to 	Instills pride in me for being associated with him/her. 
l I 	Discusses in specific terms who is responsi- ble for achieving erformance targets 
12 	Waits for things to go wrong before taking action 
13 	Talks enthusiastically about what needs to be accomplished 
14 	Specifies the importance of having a strong sense of purpose 
15 	spends time teaching and coaching 
16 	
Makes clear what one can expect to receive 
when performance goals are achieved 
17 	Shows that he/she am a firm believer in "if it ain't broke, don't fix it. 
18 	Goes beyond self-interest for the good of the 
group  
19 	Treats others as individuals rather than just as 
a member of a group 
20 	Demonstrates that problems must become 
chronic before taking action 
21 	Acts in ways that builds my respect 
22 	Concentrates his/her full attention on dealing with mistakes , complaints and failures 
23 	
Considers the moral and ethical consequences 
of decisions 
24 	Keeps track of all mistakes 
25 	Displays a sense of power and confidence 
26 	Articulates a compelling vision of (he future 
27 	Directs my attention towards failures to meet 
standards 
28 	Avoids making decisions 
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29  Considers me as having different needs. 
abilities, and aspirations from others 
30 Gets others to look at problems from many different angles 
31 Helps me to develop their strengths 
32 Suggests new ways of looking at how to complete assignments 
33 Delays responding to urgent questions 
34 Emphasizes the importance of having a col- lective sense of mission 
35 Expresses satisfaction when I meet expecta- tions 
36  Expresses confidence that goals will be 
achieved 
37 Is effective in meeting my job related needs 
38 Uses methods of leadership that are satisfying 
39 Gets me to do more than I are expected to do 
40  Is effective in representing me to higher au- 
thority 
41 Works with me in a satisfactory way 
42 Heightens my desire to succeed 
43 Is effective in meeting organizational re- quirements 
44 Increases my willingness to try harder 
45 Leads a group that is effective 
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Key to Multifactor Leadership Questionnaire (Self Rating) 
rvii,Voxtsett raun I 
No 	Statement Leadership Facet Leadership Style 
I 	I provide others with assistance in exchange for their efforts Contingent Reward Transactional 	Lea- 
dership 
2 	J reexamine critical assumptions to question whether they are Intellectual Stimulation Transformational 
appropriate Leadership 
3 	I fail to interfere until problems become serious Management-by- Passive/Avoidant 
exception( passive) Leadership 
4 	1 focus 	attention on 	irregularities,mistakes,exceptions 	and Management-by- Transactional 	Lea- 
deviations from standard exception( active) dership 
5 	1 avoid getting involved when important issues arise Laissez-faire Leadership Passive/Avoidunt 
Leaders hip  
6 	1 talk about my most important values and beliefs Idealised 	 Influ- Transformational 
ence(behavior) Leadership  
7 	1 am absent when needed Laissez-faire Leadership Passive/Avoidant 
Leadership 
8 	I seek differing perspectives when solving problems Intellectual Stimulation Transformational 
Leadership  
9 	1 talk optimistically about the future Inspirational Motivation Transformational 
Leadership  
10 	1 instil] pride in others for being associated with me Idealised 	Influ- Transformational 
ence(attributed) Leadership 
1] 	1 discuss in specific terms who is responsible for achieving Contingent Reward Transactional 	Lea- 
performance targets dership 
12 	1 wait for things to go wrong before taking action Management-by- PassivelAvoidant 
exception( passive) Leadership 
13 	1 talk enthusiastically about what needs to be accomplished Inspirational Motivation Transformational 
Leadership  
14 	1 specify the importance of having a strong sense of purpose Idealised 	Influ- Transformational 
ence(behavior) Leadership  
15 	1 spend time teaching and coaching Individualised 	Considers- Transformational 
lion Leadership  
16 	1 make clear what one can expect to receive when perfor- Contingent Reward Transactional 	Lea• 
mance goals are achieved derhip 
17 	1 show that I am a firm believer in "If it ain't broke, don't fix Management-by- PassivelAvoidant 
it, exception( passive) Leadership 
18 	1 go beyond self-interest for the good of the group Idealised 	 Irtflu- TrKnsformadonal 
ence(attributed) Leadership 
19 	1 treat others as individuals rasher than just as a member of a Individualised 	Considers- Trancfsicivarioml 
group lion Leadership 
20 	1 demonstrate that problems must become chronic before I Management-by- Passive/Avoidar 
take action exception( passive) Leadership 
21 	1 act in ways that build others respect For me Idealised 	 Intlu- Transformational 
ence(attributed) Leadership  
22 	1 concentrate my full attention on dealing with mistakes , Management-by- Transactional 	Lea- 
com laints and failures exception( active) deiship  
23 	1 consider moral and ethical consequences of decisions Idealised 	 Influ- Transformational 
ence(behavior) Leadership 
24 	1 keep track of all mistakes Management-by- Transactional 	Lea- 
exception( active) drthip  
25 	1 display a sense of power and confidence Idealised 	 Influ- Transformational 
eacc(attributed) Leadership  
26 	1 articulate a compelling vision of the future Inspirstionni Motivation Transformational 
Leadership 
27 	1 direct my attention towards failures to meet standards Management-by- Transactional 	Lea- 
exception( active) dership 
28 	I avoid making decisions Laissez-faire Leadership Passive/Avoidant 
Leadership  
29 	1 consider an individual as having different needs, abilities, Individualised 	Considera- Transformational 
and aspirations from others lion Leadership 
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30 1 get others to look at problems from many different angles Intellectual Stimulation Transformational 
Leadership 
31 1 help others to develop their strengths Individualised 	Considera- 
lion 
Transformational 
Leadership 
32 1 suggest new ways of looking at how to complete assign- 
ments 
Intellectual Stimulation Transformational 
Leadership 
33 1 delay responding to urgent questions Laissez-fitire Leadership Passive/Avoidani 
Leadership 
34 1 emphasize the importance of having a collective sense of 
mission 
Idealised 	 Influ- 
ence(behavior) 
Transformational 
Leadership 
35 1 express satisfaction when others meet expectations Contingent Reward Transactional 	Lea- 
dership 
36 1 express confidence that goals will be achieved Inspirational Motivation Transformational 
Leadership 
37 1 am effective in meeting other's job related needs Effectiveness 
38 1 use methods of leadership that are satisfying Satisfaction 
39 1 get others to do more than they are expected to do Extra Effort 
40 I am effective in representing others to higher authority Effectiveness 
41 1 work with others in a satisfactory way Satisfaction 
42 I heighten others' desire to succeed Extra Effort 
43 1 am effective in meeting the organization's requirements Effectiveness 
44 1 increase others' 	willingness to try harder Extra Effort 
45 1 lead a group that is effective Effectiveness 
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Appendix No 4 
Moderation Testing of Spiritual Transcendence with Personality Traits and Leadership 
Styles (self rating) 
Test Case 1 
Outcome Variable 
Transformational Leadership 
Focal Predictor Variable 
Neuroticism 
Moderator. Variable 
Spiritual Transcendence 
Complete Model Regression Summary 
R-sq F dfl df2 p n 
.1296 	6.3507 	3.0000 	128.0000.0005 	132.0000 
b se t p 
constant 	2.1781.5782 	3.7673.0003 
Neurotic.2878.4730.6084.5440 
Spiritua.3506.1534 	2.2860.0239 
interact 	-.1305.1239 	-1.0531.2943 
Interact is defined as: 
Neurotic X Spiritua 
Test. Case No 2 
Outcome Variable 
Transformational Leadership 
Focal Predictor Variable 
Extraversion 
Moderator Variable 
Spiritual Transcendence 
Complete Model Regression Summary 
R-sq F dfl df2 p n 
.2108 	11.3974 	3.0000 	128.0000.0000 	132.0000 
------------------------------------------------------------------ 
b se t p 
constant 	1.1585 	1.2481.9283.3550 
Extraver.5553.4384 	1.2667.2076 
Spiritua.2933.3326.8820.3795 
interact 	-.0582.1160 	-.5015.6169 
Interact is defined as: 
Extraver X Spiritua 
Test Case No 3 
Outcome Variable 
Transformational Leadership 
Focal Predictor Variable 
Openness to Experience 
Moderator Variable 
Spiritual Transcendence 
Complete Model Regression Summary 
R-sq F dfl cif2 p n 
.1953 	10.3519 	3.0000 	128.0000.0000 	132.0000 
b s2 t p 
constant 	2.5323 	1.3089 	1.9346.0552 
Openness. 0943.5325. 1772 .8597 
Spiritua 	-.0185.3502 	-.0528.9580 
interact. 0603.1414.4263.6706 
Interact is defined as: 
Openness X Spiritua 
Test Case No 4 
Outcome Variable 
Transformational Leadership 
Focal Predictor Variable 
Agreeableness 
Moderator Variable 
Spiritual Transcendence 
Complete Model Regression Summary 
R-sq F dfl df2 p n 
.0538 	2.4247 	3.0000 	128.0000.0687 	132.0000 
b se t p 
constant 	1.2442 	1.8376.6771.4996 
Agreeabl.4717.6562.7189.4735 
Spiritua.5454.4899 	1.1133.2677 
interact 	-.1321.1742 	-.7583.4496 
Interact is defined as: 
Agreeabl X Spiritua 
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Test Case No 5 
Outcome Variable 
Transformational Leadership 
Focal Predictor Variable 
Conscientiousness 
Moderator Variable 
Spiritual Transcendence 
Complete Model Regression Summary 
R-sq F dfl df2 p n 
.1613 	8.2065 	3.0000 	128.0000.0000 	132.0000 
b se t p 
constant.2836 	1.3315.2130.8317 
Conscien.7050.4122 	1.7104.0896 
Spiritua.5657.3511 	1.6109.1097 
interact 	-.1217.1089 	-1.1175.2659 
Interact is defined as: 
Conscien X Spiritua 
Test Case No 6 
Outcome Variable 
Transactional Leadership 
Focal Predictor Variable 
Neurotic 
Moderator Variable 
Spiritual Transcendence 
Complete Model Regression Summary 
R-sq F dfl df2 p n 
.0121.5239 	3.0000 	128.0000.6666 	132.0000 
b se t p 
constant 	3.4981.8535 	4.0983.0001 
Neurotic 	-.6776.6984 	-.9703.3337 
Spiritus 	-.2428.2264 	-1.0721.2857 
interact.1948.1830 	1.0646.2891 
Interact is defined as 
Neurotic X Spiritua 
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Test Case No 7 
Outcome Variable 
Transactional Leadership 
Focal Predictor Variable 
Extraversion 
Moderator Variable 
Spiritual Transcendence 
Complete Model Regression Summary 
R-sq F dfl df2 p n 
.0164.7135 	3.0000 	128.0000.5456 	132.0000 
b se t p 
constant 	5.4070 	1.9309 	2.BOD3.0D59 
Extraver 	-.9639.6782 	-1.4212.1577 
Spiritua 	-.6964.5145 	-1.3536.1782 
interact.2440.1795 	1.3594.1764 
Interact is defined as: 
Extraver X Spiritua 
Test Case No 8 
SPSS Macro for Probing Interactions in OLS and Logistic Regression 
Outcome Variable 
Transact 
Focal Predictor Variable 
Openness 
Moderator Variable 
Spiritua 
Complete Model Regression Summary 
R-sq F dfl df2 p n 
.0118.5094 	3.0000 	128.0000.6765 	132.0000 
b se t p 
constant 	4.3114 	2.0101 	2.1449.0338 
Openness 	-.6793.8177 	-.8308.4077 
Spiritua 	-.3783.5378 	-.7033.4831 
interact. 1546.2171.7120.4778 
Interact is defined as: 
Openness X Spiritus 
Test Case No 9 
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Outcome Variable 
Transactional Leadership 
Focal Predictor Variable 
Agreeableness 
Moderator Variable 
Spiritual Transcendence 
Complete Model Regression Summary 
R-sq F dfl df2 p n 
.0052.2220 	3.0000 	128.0000.8810 	132.0000 
b se t p 
constant 	2.1838 	2.6111.8364.4045 
Agreeabl.1823.9325.1955.8453 
Spiritua. 1917.6961.2754.7835 
interact 	-.0725.2475 	-.2929.7701 
Interact is defined as: 
Agreeabl X Spiritua 
Test Case 10 
Outcome Variable 
Transactional Leadership 
Focal Predictor Variable 
Conscientiosness 
Moderator Variable 
Spiritual Transcendence 
Complete Model Regression Summary 
R-sq F dfl df2 p n 
.0116.5016 	3.0000 	128.0000.6819 	132.0000 
b se t p 
constant 	3.4690 	2.0031 	1.7319.0857 
Conscien 	-.2398.6201 	-.3867.6996 
Spiritua 	-.3046.5283 	-.5766.5652 
interact. 0912.1638.5571.5784 
Interact is defined as: 
Conscien X Spiritua 
Test Case No 11 
Outcome Variable 
Passive Avoidant Leadership 
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Focal Predictor Variable 
Neuroticism 
Moderator Variable 
Spiritual Transcendence 
Complete Model Regression Summary 
R-sq F dfl df2 p n 
.0086.3721 	3.0000 	128.0000.7733 	132.0000 
b se t p 
constant. 6053.8170.7409.4601 
Neurotic 	-.1342.6684 	-.2008.8412 
Spiritua.0609.2167.2812.7790 
interact.0324.1751.1851.8534 
Interact is defined as: 
Neurotic X Spiritua 
Test Case No 12 
Outcome Variable 
Passive Avoidant leadership 
Focal Predictor Variable 
Extraversion 
Moderator Variable 
Spiritual Transcendence 
Complete Model Regression Summary 
R-sq F dfl df2 p n 
.0118.5077 	3.0000 	128.0000.6777 	132.0000 
b se t p 
constant 	1.3709 	1.8493.7413.4599 
Extraver 	-.3328.6496 	-.5123.6093 
Spiritua 	-.1105.4928 	-.2243.8229 
interact. 0757.1719.4401.6606 
Interact is defined as: 
Extraver X Spiritua 
Test case no 13 
Outcome Variable 
Passive Avoidant Leadership 
Focal Predictor Variable 
Openness to Experience 
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Moderator Variable 
Spiritual Transcendence 
Complete Model Regression Summary 
R-sq F dfl df2 p n 
.0266 1.1661 3.0000 128.0000.3254 132.0000 
b se t p 
constant 	-2.1896 	1.9061 	-1.1487.2528 
Openness 	1.0794.7754 	1.3920.1663 
Spiritua.8388.5100 	1.6445.1025 
interact 	-.3021.2059 	-1.4673.1448 
Interact is defined as: 
Openness X Spiritua 
Test Case 14 
Outcome Variable 
Passive Avoidant Leadership 
Focal Predictor Variable 
Agreeableness 
Moderator Variable 
Spiritual Transcendence 
Complete Model Regression Summary 
R-sq F dfl df2 p n 
.0137.5920 	3.0000 	128.0000.6213 	132.0000 
b se t p 
constant 	1.4544 	2.4842.5855.5593 
Agreeabl 	-.3706.8871 	-.4178.6768 
Spiritua 	-.1083.6622 	-.1635.8704 
interact.0756.2355.3210.7487 
Interact is defined as: 
Agreeabl X Spiritua 
Test Case No 15 
Outcome Variable 
Passive Avoidant Leadership 
Focal Predictor Variable 
Conscientiousness 
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Moderator Variable+ 
Spiritual Transcendence 
Complete Model Regression Summary 
R-sq F dfl df2 p n 
.0229.9993 	3.0000 	128.0000.3955 	132.0000 
b se t p 
constant 	2.6110 	1.9029 	1.4772,1421 
Conscien 	-.7372.5891 	-1.2515.2131 
Spiritua 	-.4714.5019 	--.9393.3493 
interact.1784.1556 	1.1468.2536 
Interact is defined as: 
Conscien X Spiritua 
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Appendix 5 
Moderation Testing of Facets of Spiritual Transcendence with Personality Traits 
and Leadership Styles (self rating) 
Test Case No 1 
Outcome Variable 
Transformational Leadership 
Focal Predictor Variable 
Neuroticism 
Moderator Variable 
Prayer Fulfillment 
Complete Model Regression Summary 
R-sq F dfl df2 p n 
.1172 5.6619 3.0000 128.0000.0011 132.0000 
b se t p 
constant 	2.2276.4506 	4.9437.0000 
Neurotic.5704.3505 	1.6274.1061 
PrayerFu.3299.1179 	2.7989.0059 
interact 	-,2002.0908 	-2.2062.0292 
Interact is defined as: 
Neurotic X PrayerFu 
Test. case 2 
Outcome Variable 
Transformational Leadership 
Focal Predictor Variable 
Neuroticism 
Moderator Variable 
Universality 
Complete Model Regression Summary 
R-sq F dfl df2 p, n 
.1319 	6.4854 	3.0000 	128.0000.0004 	132.0000 
b se t p 
constant 	2.8168.5252 	5.3635.0000 
Neurotic 	-.2528.4030 	-.6272.5316 
Universa.1632.1314 	1.2417.2166 
interact. 0180.1009. 1787.8585 
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Interact is defined as: 
Neurotic X Universa 
Test Case 3 
Outcome Variable 
Transformational Leadership 
Focal Predictor Variable 
Neuroticism 
Moderator Variable 
Connectedness 
Complete Model Regression Summary 
R-sq F dfl df2 p n 
.0901 	4.2235 	3.0000 	128.0000.0070 	132.0000 
b se t p 
constant 	2.7260.4435 	6.1470.0000 
Neurotic. 1458.3640.4005.6894 
Connecte.2158.1249 	1.7284.0863 
interact 	-.0982.0997 	-.9849.3265 
Interact is defined as: 
Neurotic X Connecte 
Test Case 4 
Outcome variable 
Transformational Leadership 
Focal Predictor Variable 
Extraversion 
Moderator Variable 
Prayer Fulfillment 
Complete Model Regression Summary 
R-sq F df1 df2 p n 
.1903 	10.0307 	3.0000 	128.0000.0000 	132.0000 
b se t p 
constant 	1.6245.8564 	1.8969.0601 
Extraver.5130.3108 	1.6507.1013 
PrayerFu.1623.2277.7125.4774 
interact 	-.0447.0818 	-.5462.5859 
Interact is defined as: 
Extraver X PrayerFu 
Test Case 5 
Outcome Variable 
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Transformational Leadership 
Focal Predictor Variable 
Extraversion 
Moderator Variable 
Universality 
Complete Model Regression Summary 
R-sq F dfl df2 p n 
.2243 	12.3387 	3.0000 	1.28.0000.0000 	132.0000 
---------------------------------------------------
b se t p 
constant 	1.0397 	1.1621.8947.3726 
Extraver.5784.4050 	1.4281.1557 
Universa.3172.2948 	1.0761.2839 
interact 	-.0640.1018 	-.6292.5303 
Interact is defined as: 
Extraver X Universa 
Test Case No 6 
Outcome Variable 
Transformational Leadership 
Focal Predictor Variable 
Extraversion 
Moderator Variable 
Connectedness 
Complete Model Regression Summary 
R-sq F dfl df2 p n 
.1981 	10.5420 	3.0000 	128.0000.0000 	132.0000 
b se t p 
constant 	1.4334 	1.1819 	1.2127.2275 
Extraver.5266.3959 	1.3300.1859 
Connecte.2112.3248.6502.5167 
interact 	-.0465.1088 	-.4273.6699 
Interact is defined as: 
Extraver X Connecte 
Test Case No 7 
Outcome Variable 
Transformational Leadership 
Focal Predictor Variable 
Openness to Experience 
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Moderator Variable 
Prayer Fulfillment 
Complete Model Regression Summary 
R-sq F dfl df2 p n 
.1799 	9.3587 	3.0000 	128.0000.0000 	132.0000 
b se t p 
constant 	2.4232.8625 	2.8094.0057 
Openness. 2480.3538.7009,4846 
PrayerFu. 0028.2301.0123.9902 
interact. 0226.0937.2417.8094 
Interact is defined as; 
Openness X PrayerFu 
Test case No 8 
Outcome Variable 
Transformational Leadership 
Focal Predictor Variable 
Openness to Experience 
Moderator Variable 
Universality 
Complete Model Regression Summary 
R-sq F dfl df2 p n 
.1901 	10.0167 	3.0000 	128.0000.0000 	132.0000 
b se t p 
constant 	1.9710 	1.1643 	1.6928.0929 
Openness.3525.4680.7531.4528 
Universa.1382.2983.4634.6439 
interact 	-.0137.1177 	-.1162.9076 
Interact is defined as: 
Openness X Universa_ 
Test Case No 9 
Outcome Variable 
Transformational Leadership 
Focal Predictor Variable 
Openness to Experience 
Moderator Variable 
Connectedness 
Complete Model Regression Summary 
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R-sq F dfl df2 p n 
.1907 	10.0516 	3.0000 	128.0000.0000 	132.0000 
------------------------------------------------------------------ 
b se t p 
constant 	3.1671 	1.1076 	2.8594.0050 
Openness 	-.0912.4548 	-.2006.8413 
Connecte 	-.2146.3080 	-.6968.4872 
interact.1229.1267.9699.3339 
Interact is defined as: 
Openness X Connecte 
Test Case 10 
Outcome Variable 
Transformational Leadership 
Focal Predictor Variable 
Agreeableness 
Moderator Variable 
Prayer Fulfillment 
Complete Model Regression Summary 
R-sq 	F dfl df2 	p 	- n 
.0222.9699 	3.0000 	128.0000.4092 	132.0000 
b se t p 
constant 	2.4356 	1.2353 	1.9716.0508 
Agreeabl.1755.4416.3975.6917 
PrayerFu.2224.3311.6717.5030 
interact 	-.0514.1177 	-.4369.6629 
Interact is defined as: 
Agreeabl X PrayerFu 
Test Case No 11 
Outcome Variable 
Transformational Leadership 
Focal Predictor Variable 
Agreeableness 
Moderator Variable 
Universality 
Complete Model Regression Summary 
R-sq F dfl df2 p 	n 
.0782 	3.6206 	3.0000 	128.0000.0150 	132.0000 
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b se t p 
constant 	1.6694 	1.8678.8938.3731 
Agreeabl.2974.6868.4331.6657 
Universa.4255.4694.9064.3664 
interact 	-.0871.1714 	-.5078.6125 
Interact is defined as: 
Agreeabl X Universa 
Test Case no 12 
Outcome Variable 
Transformational Leadership 
Focal Predictor Variable 
Agreeableness 
Moderator Variable 
Connectedness 
Complete Model Regression Summary 
R-sq F dfl df2 p n 
.0119.5133 	3.0000 	128.0000.6738 	132.0000 
b se t p 
constant 	2.7158 	1.4310 	1,8978,0600 
Agreeabl. 0958 .5192. 1845 .8539 
Connecte.1395.3957,3525.7250 
interact 	-.0262.1437 	-.1822.8557 
Interact is defined as: 
Agreeabl X Connecte 
Test Case 13 
Outcome Variable 
Transformational Leadership 
Focal Predictor Variable 
Conscientiousness 
Moderator Variable 
Prayer Fulfillment 
Complete Model Regression Summary 
	
R-sq F dfl df2 	p 	n 
.1383 	6.8491 	3.0000 	128.0000.0003 	132.0000 
b se t p 
constant.9009.8453 	1.0658.2885 
Conscien.6396.2675 	2.3906.0183 
PrayerFu.4016.2182 	1.8409.0680 
interact 	-.1045.0693 	-1.5078.1341 
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Interact is defined as: 
Conscien X PrayerFu 
Test Case No 14 
Outcome Variable 
Transformational Leadership 
Focal Predictor Variable 
Conscientiousness 
Moderator Variable 
Universality 
Complete Model Regression Summary 
R-sq F df1 df2 p n 
.2198 12.0170 3.0000 128.0000.0000 132.0000 
------------------------------------------------------------------
b se t p 
constant 	-1.0254 	1.2182 	-.8417.4015 
Conscien 	1.0671.3717 	2.8708.0048 
Universa.8480.3004 	2.8227.0055 
interact 	-.2013.0921 	-2.1867.0306 
Interact is defined as: 
Conscien X Universes 
Test Case 15 
Outcome Variable 
Transformational Leadership 
Focal Predictor Variable 
Conscientiousness 
Moderator Variable 
Connectedness 
Complete Model Regression Summary 
R-sq F df1 df2 p n 
.1196 	5.7956 	3.0000 	128.0000.0010 	132.0000 
b se t p 
constant 	3.4625 	1.1389 	3.0402.0029 
Conscien 	-.1410.3444 	-.4093.6830 
Connecte 	-.3009.3211 	-.9369.3506 
interact.1102.0969 	1.1371.2576 
Interact is defined as: 
Conscien X Connecte 
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Test Case 16 
Outcome Variable 
Transactional Leadership 
Focal Predictor Variable 
Neuroticism 
Moderator Variable 
Prayer Fulfillment 
Complete Model Regression Summary 
R-sq F dfl df2 p n 
.0194.8449 	3.0000 	128.0000.4718 	132.0000 
b se t p 
constant 	2.8399.6553 	4.3337.0000 
Neurotic. 3092.5097.6066.5452 
PrayerFu 	-.0072.1714 	-.0421.9665 
interact 	-.0762.1320 	-.5770.5650 
Interact is defined as: 
Neurotic X PrayerFu 
Test Case No 17 
Outcome Variable 
Transactional Leadership 
Focal Predictor Variable 
Neuroticism 
Moderator Variable-
Universality 
Complete Model Regression Summary 
R-sq F dfl df2 p n 
.0032.1391 	3.0000 	128.0000.9365 	132.0000 
b se t p 
constant 	3.0566.7766 	3.9358.0001 
Neurotic 	-.2863.5959 	--.4805.6317 
Universa 	-.0555.1943 	-.2856.7756 
interact. 0747,1492.5003.6177 
Interact is defined as: 
Neurotic X Universa 
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Test Case No 18 
Outcome Variable 
Transactional Leadership 
Focal Predictor Variable 
Neuroticism 
Moderator Variable 
Connectedness 
Complete Model Regression Summary 
R-sq F dfl df2 p n 
.0044.1881 	3.0000 	128.0000.9043 	132.0000 
b se t p 
constant 	3.1656.6401 	4.9451.0000 
Neurotic 	-.3554.5254 	-.6764.5000 
Connecte 	-.0909.1802 	-.5044.6149 
interact. 0998.1439.6934.4893 
Interact is defined as 
Neurotic X Connecte 
Test Case No 19 
Outcome Variable 
Transactional Leadership 
Focal Predictor Variable 
Extraversion 
Moderator Variable 
PrayerFu 
Complete Model Regression Summary 
R-sq F dfl df2 p n 
.0453 	2.0260 	3.0000 	128.0000.1135 	132.0000 
b se t p 
constant 	2.0168 	1.2832 	1.5717.1185 
Extraver.4562.4657.9796.3291 
PrayerFu.0782.3412.2293.8190 
interact 	-.0719.1226 	-.5866.5585 
Interact is defined as 
Extraver X PrayerFu 
Test Case 20 
Outcome Variable 
Transactional Leadership 
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Focal Predictor Variable 
Extraversion 
Moderator Variable 
Universality 
Complete Model Regression Summary 
R-sq F dfl df2 p n 
.0156.6772 	3.0000 	128.0000.5675 	132.0000 
------------------------------------------------------------------
b se t p 
constant 	5.0192 	1.8142 	2.7667.0065 
Extraver 	-.8638.6322 	-1.3663.1742 
Universa 	-.5592.4602 	-1.2151.2266 
interact.2049.1589 	1.2895.1996 
Interact is defined as: 
Extraver X Universa 
Test Case 21 
Outcome Variable 
Transactional Leadership 
Focal Predictor Variable 
Extraversion 
Moderator Variable 
Connectedness 
Complete Model Regression Summary 
R-sq F dfl df2 p n 
.0233 	1.0184 	3.0000 	128.0000.3869 	132.0000 
b se t p 
constant 	1.1251 	1.8000.6250.5331 
Extraver.5587.6030.9266.3559 
Connecte.3526.4947.7128.4773 
interact 	-.1111.1656 	-.6707.5036 
Interact is defined as: 
Extraver X Connecte 
Test Case 22 
Outcome variable 
Transactional Leadership 
Focal Predictor Variable 
Openness to Experience 
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Moderator Variable 
Prayer Fulfillment 
Complete Model. Regression Summary 
R-sq F dfl df2 p n 
.0200.8720 	3.0000 	128.0000.4576 	132.0000 
------------------------------------------------------------------ 
b se t p 
constant 	2.6013 	1.3011 	1.9993.0477 
Openness.2474.5337.4635.6438 
PrayerFu.0922.3470.2657.7909 
interact 	-.0775.1413 	-.5485.5843 
Interact is defined as: 
Openness X PrayerFu 
Test Case 23 
Outcome Variable 
Transactional Leadership 
Focal Predictor Variable 
Openness to Experience 
Moderator Variable 
Universality 
Complete Model Regression Summary 
R-sq F dfl df2 p n 
.0062.2662 	3.0000 	128.0000.8497 	132.0000 
b se t p 
constant 	3.4812 	1.7798 	1.9559.0527 
Openness 	-.3437.7155. 	-.4804.6318 
Universa 	-.1175.4560 	-.2578.7970 
interact. 0684.1800.3798.7047 
Interact is defined as: 
Openness X Universa 
Test Case 24 
Outcome Variable 
Transactional Leadership 
Focal Predictor Variable 
Openness to Experience 
Moderator Variable 
Connectedness 
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Complete Model Regression Summary 
R-sq F dfl df2 p n 
.0029.1221 	3.0000 	128.0000.9469 	132.0000 
b se t p 
constant 	3.0783 	1.6966 	1.8144.0'72D 
Openness 	-.1267.6966 	-.1820.8559 
Connecte 	-.0297.47L7 	-.0631.9498 
interact. 0208.1941.1074.9146 
Interact is defined as: 
Openness X Connecte 
Test Case 25 
Outcome Variable 
Transactional Leadership 
Focal Predictor Variable 
Agreeableness 
Moderator Variable 
Prayer Fulfillment 
Complete Model Regression Summary 
R-sq F dfl df2 p n 
.0424 	1.8874 	3.0000 	128.0000.1350 	132.0000 
b se t p 
constant 	1.3441 	1.6871.7967.4271 
Agreeabl.6544.6030 	1.0853.2798 
PrayerFu.5170.4522 	1.1432.2551 
interact 	-.2180.1607 	-1.3566.1773 
Interact is defined as: 
Agreeabl X PrayerFu 
Test Case 26 
Outcome Variable 
Transactional Leadership 
Focal Predictor Variable 
Agreeableness 
Moderator Variable 
Universality 
Complete Model Regression Summary 
R-sq F dfl df2 p n 
.0484 	2.1695 	3.0000 	128.0000.0948 	132.0000 
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b se t p 
constant 	-2.1472 	2.6189 	-.8199.4138 
Agreeabl 	1.7647.9630 	1.8326.0692 
Universa 	1.3792.6582 	2.0956.0381 
interact 	-.4879.2404 	-2.0298.0445 
Interact is defined as: 
Agreeabl X Universa 
Test Case 27 
Outcome Variable 
Transactional Leadership 
Focal Predictor Variable 
Agreeableness 
Moderator Variable 
Universality 
Complete Model Regression Summary 
R-sq F dfl df2 p n 
	
.0484 	2.1695 	3.0000 	128.0000.0948 	132.0000 
b se t p 
constant 	-2.1472 	2.6189 	-.8199.4138 
Agreeabl 	1.7647.9630 	1.8326.0692 
Universa 	1.3792.6582 	2.0956.0381 
interact 	-.4879.2404 	-2.0298.0445 	Q 
Interact is defined as: 
Agreeabl X Universa 
Test Case 28 
Outcome Variable 
Transactional Leadership 
Focal Predictor Variable 
Conscientiousness 
Moderator Variable 
PrayerFu 
Complete Model Regression Summary 
R-sq F dfl df2 p n 
.0624 	2.8396 	3.0000 	128.0000.0406 	132.0000 
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b se t p 
constant 	1.5768 	1.2167 	1.2959.1973 
Conscien.5131.3851 	1.3324.1851 
PrayerFu.1470.3140.4680.6406 
interact 	-.0790.0998 	-.7914.4302 
Interact is defined as: 
Conscien X PrayerFu 
Test Case 29 
SPSS Macro for Probing Interactions in OLS and Logistic Regression 
Outcome Variable 
Transactional Leadership 
Focal Predictor Variable 
Conscientiousness 
Moderator Variable 
Universality 
Complete Model Regression Summary 
R-sq F dfl df2 p n 
.0445 	1.9867 	3.0000 	128.0000,1192 	132.0000 
b se t p 
constant 	2.2369 	1.8604 	1.2024.2314 
Conscien.1266.5676.2231.8238 
Universa 	-.0292.4588 	-.0637.9493 
interact. 0240.1406.1707.8647 
Interact is defined as: 
Conscien X Universa 
Test Case 30 
Outcome Variable 
Transactional Leadership 
Focal Predictor Variable 
Conscientiousness 
Moderator Variable 
Connectedness 
Complete Model Regression Summary 
R-sq F dfl df2 p n 
_0571 	2.5829 	3.0000 	128.0000.0562 	132.0000 
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b se t p 
constant 	4.3476 	1.6265 	2.6730.0085 
Conscien 	-.4765.4919 	-.9687.3345 
Connecte 	-.6350.4586 	-1.3848.1685 
interact.1986.1384 	1.4353.1536 
Interact is defined as: 
Conscien X Connecte 
Test Case 31 
Outcome Variable 
Passive Avoidant Leadership 
Focal Predictor Variable 
Neurotic 
Moderator Variable 
PrayerFu 
Complete Model Regression Summary 
R-sq F dfl df2 p n 
	
.0382 	1.6927 	3.0000 	128.0000.1719 	132.0000 
---------------- 
b se t p 
constant.6407.4580 	1.3990.1642 
Neurotic 	-.0005.3562 	-.0014.9989 
PrayerFu 	-.0592.1198 	-.4939.6222 
interact.0374.0922.4055.6858 
Interact is defined as: 
Neurotic X PrayerFu 
Test Case 32 
Outcome Variable 
Passive Avoidant Leadership 
Focal Predictor Variable 
Neuroticism 
Moderator Variable 
Universality 
Complete Model Regression Summary 
R-sq F dfl df2 p n 
.0398 	1.7690 	3.0000 	128.0000.1564 	132.0000 
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b se t p 
constant.7750.5379 	1.4409.1521 
Neurotic 	-.1391.4127 	-.3370.7367 
Universa 	-.0899.1346 	-.6682.5052 
interact. 0707.1033.6845.4949 
Interact is defined as: 
Neurotic X Universa 
Test Case 33 
SPSS Macro for Probing Interactions in OLS and Logistic Regression 
Outcome Variable 
Passive Avoidant Leadership 
Focal Predictor Variable 
Neuroticism 
Moderator Variable 
Connectedness 
Complete Model Regression Summary 
R-sq F dfl df2 p n 
.0690 	3.1621 	3.0000 	128.0000.0269 	132.0000 
b se t p 
constant 	1.0799.4368 	2.4723.0147 
Neurotic 	-.1246.3585 	-.3475.7288 
Connecte 	-.1964.1230 	-1.5973.1127 
interact. 0812.0982.8265.4100 
Interact is defined as: 
Neurotic X Connecte 
Test Case 34 
Outcome variable 
Passive Avoidant Leadership 
Focal Predictor Variable 
Extraversion 
Moderator Variable 
Prayer Fulfillment 
Complete Model Regression Summary 
R-sq 	F dfl df2 p n 
.0207.9027 	3.0000 	128.0000.4419 	132.0000 
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b se t p 
constant.0081.9171.0088.9930 
Extraver.2181.3328.6554.5134 
PrayerFu. 2359.2439.9674.3352 
interact 	-.0846.0876 	-.9661.3358 
Interact is defined as: 
Extraver X PrayerFu 
Test Case 35 
Outcome Variable 
Passive Avoidant Leadership 
Focal Predictor Variable 
Extraversion 
Moderator Variable 
Universality 
Complete Model Regression Summary 
R-sq F dfl df2 p n 
.0164.7136 	3.0000 	128.0000.5456 	132.0000 
-------------------------------------------------------------------r b se t p 
constant.0994 	1.2742.0780.9379 
Extraver.1665.4440.3750.7083 
Universa.1998.3233.6182.5376 
interact 	-.0670.1116 	-.6005.5492 
Interact is defined as: 
Extraver X Universa 
Test Case 36 
Outcome Variable 
Passive Avoidant Leadership 
Focal Predictor Variable 
Extraversion 
Moderator Variable 
Connectedness 
Complete Model Regression Summary 
R-sq F dfl df2 p n 
.0514 	2.3113 	3.0000 	128.0000.0793 	132.0000 
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b se t p 
constant 	-.9661 	1.2518 	-.7718.4417 
Extraver.6210.4193 	1.4809.1411 
Connecte.5135.3440 	1.4926.1380 
interact 	-.2000.1152 	-1.7361.0850 
Interact is defined as: 
Extraver X Connecte 
Test Case 37 
SPSS Macro for Probing Interactions in OLS and Logistic Regression 
Outcome Variable 
Passive Avoidant Leadership 
Focal Predictor Variable 
Openness to Experience 
Moderator Variable 
Prayer Fulfillment 
Complete Model Regression Summary 
R-sq F dfl df2 p n 
	
.0457 	2.0449 	3.0000 	128.0000.1109 	132.0000 
b se t p 
constant 	-.3185.9060 	-.3516.7257 
Openness.3767.3716 	1.0137,3126 
PrayerFu.3402.2417 	1.4079.1616 
interact 	-.1398.0984 	-1.4207.1578 
Interact is defined as: 
Openness X PrayerFu 
Test Case 38 
Outcome Variable 
Passive Avoidant Leadership 
Focal Predictor Variable 
Openness to Experience 
Moderator Variable 
Universality 
Complete Model Regression Summary 
R-sq 	F dfl df2 p 	n 
.0343 	1.5139 	3.0000 	128.0000.2141 	132.0000 
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b se t p 
constant.3999 	1.2380.3230.7472 
Openness. 0195.4977. 0391.9689 
Universa.1466.3172.4620.6449 
interact 	-.0445.1252 	-.3557.7226 
Interact is defined as: 
Openness X Universa 
Test Case no 39 
Outcome Variable 
Passive Avoidant Leadership 
Focal Predictor Variable 
Openness to Experience 
Moderator Variable 
Connectedness 
Complete Model Regression Summary 
R-sq F dfl df2 p n 
.0588 2.6677 3.0000 128.0000.0505- 132.0000 
b se t p 
constant 	-.169L 	1.1631 	-.1454.8846 
Openness. 4376.4775.9165.3611 
Connecte.3140.3234.9711.3333 
interact 	-.1644.1331 	-1.2355.2189 
Interact is defined as: 
Openness X Connecte 
Test Case 40 
Outcome Variable 
Passive Avoidant Leadership 
Focal Predictor Variable 
Agreeableness 
Moderator Variable 
Prayer Fulfillment 
Complete Model Regression Summary 
R-sq F dfl df2 p n 
.0216.9425 	3.0000 	128.0000.4222 	132.0000 
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b se t p 
constant.0444 	1.2033.0369.9706 
Agreeabl.1958.4301.4553.6497 
PrayerFu. 2424.3226.7514.4538 
interact 	-.0870.1146 	-.7588.4494 
Interact is defined as: 
Agreeabl X PrayerFu 
Test case 41 
Outcome Variable 
Passive Avoidant Leadership 
Focal Predictor Variable 
Agreeableness 
Moderator Variable 
Universality 
Complete Model Regression Summary 
R-sq F dfl df2 p n 
.0176.7648 	3.0000 	128.0000.5158 	132.0000 
b se t p 
constant 	1.1896 	1.8776.6336.5275 
Agreeabl 	-.2327.6904 	-.3370.7367 
Universa 	-.0626.4719 	-.1327.8946 
interact. 0266.1723.1546.8774 
Interact is defined as: 
Agreeabl X Universa 
Test Case 42 
Outcome Variable 
Passive Avoidant Leadership 
Focal Predictor Variable 
Agreeableness 
Moderator Variable 
Connectedness 
Complete Model Regression Summary 
R-sq F dfl df2 p n 
.0393 	1.7456 	3.0000 	128.0000.1610 	132.0000 
L 
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b se t p 
constant.0391 	1.3740.0284.9774 
Agreeabl.3053.4985.6124.5414 
Connecte.2540.3799.6685.5050 
interact 	-.1219.1380 	-.8836.3786 
interact is defined as: 
Agreeabl X. Connecte 
Test case No 43 
outcome Variable 
Passive Avoidant Leadership 
Focal Predictor Variable 
Conscientiousness 
Moderator Variable 
Prayer Fulfillment 
Complete Model Regression Summary 
R-sq F dfl df2 p n 
.1185 	5.7355 	3.0000 	128.0000.0010 	132.0000 
------------------------------------------------------------------ 
b se t p 
constant 	1.4362.8325 	1.7252.0869 
Conscien 	-.2443.2635 	-.9273.3555 
PrayerFu.0053.2149.0247.9803 
interact 	-.0040.0683 	-.0582.9536 
Interact is defined as: 
Conscien X PrayerFu 
Test Case 44 
Outcome Variable 
Passive Avoidant Leadership 
Focal Predictor Variable 
Conscientiousness 
Moderator Variable 
Universality 
Complete Model Regression Summary 
R-sq F dfl df2 p n 
.1228 	5.9732 	3.0000 	128.0000.0008 	132.0000 
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b se t p 
constant 	2.3941 	1.2578 	1.9034.0592 
Conscien 	-.5221.3838 	-1.3605.1761 
Universa 	-.2336.3102 	-.7531.4528 
interact. 0655.0950.6889.4922 
Interact is defined as: 
Conscien X. Universa 
Test Case 45 
Outcome Variable 
Passive Avoidant Leadership 
Focal Predictor Variable 
Conscientiousness 
Moderator Variable 
Connectedness 
Complete Model Regression Summary 
R-sq F dfl df2 p n 
.1341 	6.6078 	3.0000 	128.0000.0003 	132.0000 
b se t p 
constant.8264 	1.0998.7514.4538 
Conscien.0051.3326.0154.9877 
Connecte.1'782.3101.5747.5665 
interact 	-.0747.0936 	-.7981.4263 
Interact is defined as: 
Conscien X Connecte 
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